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ABSTRACT

Time perspective is a cognitive process of interpreting past, present and future
(Zimbardo & Boyd, 1999). In this study, time perspective and its relation to job satisfaction
was studied in the frame of the theory of purposeful work behavior (Barrick & Mount,
1991). Data was collected with a questionnaire measuring time perspective, job satisfaction,
core self-evaluations, burnout, positive and negative affectivity from 135 participants
working at banking sector. Correlation and regression analysis were used. Time perspective
was measured with the Zimbardo Time Perspective Inventory (ZTPI), which has five
dimensions: Past Negative, Past Positive, Future, Present Fatalistic, and Present Hedonistic.
Individuals tend to over- use or under -use one or more of these dimensions dominantly.
Consciously switching between these temporal focus according to the situation’s conditions
and needs lead individuals to a balanced time perspective (Zimbardo & Boyd, 1999).
Balanced time perspective is an optimum combination of high past positive and moderately
high present hedonistic and future dimensions (Stolarski, Bitner & Zimbardo, 2011). The
results of the study indicated significant positive relation between balanced time
perspective and job satisfaction. The past positive, present hedonistic and future dimensions
were also positively related to job satisfaction, past negative and present fatalistic
dimensions were negatively related to job satisfaction. Hierarchical regression analyses
demonstrated that present hedonistic and future dimensions accounted for 5% of the

additional variance in job satisfaction when core self-evaluations and burnout variables



were controlled. Further, mediation analysis demonstrated that core self-evaluations have
an indirect effect on job satisfaction through future dimension. Also burnout has an indirect
effect on job satisfaction through balanced time perspective and past negative dimension.
When affectivity was statistically controlled, the mediation effects of time perspectives
were not statistically significant. As an exploratory study, findings suggest that time
perspective was related to organizational variables; job satisfaction, core self-evaluations
and burnout. Time perspective seem to be another individual differences variable to be
considered in organizational environment and developing a balanced time perspective
profile may enhance progress in workplace by changing work attitudes.

Keywords: time perspective, job satisfaction, deviation from balanced time

perspective, core self-evaluations, burnout




OZET

Zaman perspektifi, gegmis , simdiki zaman ve gelecegi yorumlamada bilissel bir siiregtir
(Zimbardo & Boyd,1999). Bu calismada zaman perspektifi ve is doyumu iligkisi amagli
calisma davranis teorisi perspektifinde incelenmistir (Barrick & Mount, 1991). Veriler,
anket yontemi ile zaman perspektifi, is doyumu , temel benlik degerleme , tiikkenmislik ,
pozitif ve negatif duygulanimini 6lgmek iizere bankacilik sektoriinde galisan 135
katilirmeidan toplanmustir. Genel olarak korelasyon ve regresyon analizleri kullanilmigtir.
Zaman perspektifini 6lgmek igin, pozitif ve negative gegmis zaman, hedonistic ve fatalistic
simdiki zaman ve gelecek zaman iceren bes boyutlu Zimbardo zaman perspektifi dlgegi
(ZTPI) kullanilmistir. Olaylara karsi tutumlar ve karar verme siirecinde bireyler bir veya
birkag perspektifi baskin olarak kullanmaya egilimlidir. Bilingli bir sekilde bu perspektifleri
durumun ihtiyaglarina ve kosullarina gore degisimli olarak kullanabilmek bireyleri daha
dengeli bir zaman perspektifine yonlendirir (Zimbardo & Boyd,1999). Dengeli zaman

perspektif tanimlamasi, yiikksek pozitif gegcmis zaman, orta derecede hedonistik simdiki

zaman ve gelecek zaman kombinasyonu olarak yapilmistir (Stolarski, Bitner & Zimbardo,
2011). Bu kapsamda hesaplanan Dengeli Zaman Perspektifinden Sapma Katsayist (DBTP)
ile optimum noktaya ne kadar yakin olundugu 6l¢iilmektedir. Caligmanin sonuglarina gore,
dengeli zaman perspektifi ile is doyumu arasinda anlamli bir iligki bulunmustur. Pozitif ve

negatif gecmis zaman, hedonistik ve fatalistik simdiki zaman ve gelecek zaman boyutlar



ile is doyumu arasinda da anlamli bir iligki bulunmustur. Hiyerarsik regresyon analizleri
sonuglarina gore hedonistik simdiki zaman ve gelecek zaman boyutu ilave % 5 varyans ile
is doyumunu agiklamaktadir. Bunlara ilave olarak aracilik analizlerine gore temel benlik
degerlendirmenin is doyumu iizerinde gelecek zaman perspektifi aracih@iyla dolayli etkisi
bulumustur. Ayrica duygusal tilkenmenin is doyumu iizerinde dengeli zaman perspektifi ve
negatif gegmis zaman perspektifi araciligiyla dolayli etkisi bulunmustur. Pozitif ve negatif
duygulanim istatistiksel olarak kontrol edildiginde zaman perspektifinin aracilik etkileri
istatistisel olarak anlamli degildir. Aragtirmanin bulgulari, zaman perspektifinin is doyumu,
temel benlik degerlendirme ve tilkenmiglik degiskenleri ile ilgkili oldugunu gostermektedir.
Sonug olarak, orgilitsel cevrede zaman perspektifi , kisisel farklilik degiskeni olarak dikkate
alinabilir ve dengeli bir zaman perspektifi gelisimi is yerinde ilerleme ve ise karsi

tutumlarda olumlu bir gelisim saglayabilir.

Anahtar Kelimeler . zaman perspektifi, is doyumu, temel benlik degerlendirme,

tiikenmiglik, dengeli zaman perspektifinden sapma

Vi
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Section 1 - Introduction

Analyzing time is fundamental both objectively (clock time) and subjectively
(individual constructions of time). Main concern in this research is psychological time.
Psychological time perspective represents an individual’s cognitive way of relating
psychological concepts of past, present and future, which affects decision making and
actions (Boniwell, 2005). An early definition of psychological time by Lewin (1951) is
"the totality of the individual's views of his psychological future and psychological past
existing at a given time" (p. 75).

The objective of current study was to find how job satisfaction (JS) is related to
individual differences in time perspectives. JS and its relation to many constructs are
analyzed in previous studies (Judge, Thoresen, Bono & Patton, 2001; Carsten &
Spector, 1987; Scott & Taylor, 1985). Since there has not been much focus on time
perspective (TP) in the organizational settings, the findings of this research have
important theoretical and practical contributions to the literature. For example, TP may
be used for the development of competencies. Competencies are identification of skills,
knowledge and characteristics required to do the job and identification of behaviors
related to success on the job ( Lucia & Lepsinger, 1999). Individual’s TP may be
improved to be used for defining development areas, coaching and training needs
(Boniwell, Osin & Sircova, 2014). Theoretically, findings contribute time perspective
dimensions as individual differences variable in predicting job satisfaction. Also
associations with other organizational variables of core — éelf evaluations and burnout
imply person — environment relationship and broadening current findings about impact

of individual differences on both job satisfaction and burnout.



The present study’s aim was to analyze both situational and dispositional
predictors of JS and their interaction. Time perspective, core self-evaluations, burnout,
affectivity and their relations to JS were examined in the frame of job satisfaction
theories regarding person-environment fit. These theories relate both dispositional and
situational sources of job satisfaction to work outcomes. Core self-evaluations are the
fundamental evaluations of self, defined as a dispositional source of JS (Judge, 1998).
Burnout is a psychological syndrome that involves a prolonged response to stressors in
the workplace (Maslach, 2003) and level of burnout may change according to individual

differences (Alarcon, Eschleman & Bowling, 2009).

The literature related to time perspective, properties of and related studies of the
five dimensions are reviewed in the next section. Further, job satisfaction theories,
dispositional sources of job satisfaction are reviewed. Core self-evaluations, affective
states and big five traits as dispositional predictors of job satisfaction are also reviewed
in this section. Burnout research is presented in the context of both dispositional and
situational sources. Its relation to individual differences variables and outcomes are

reviewed.

1.1. Time Perspective

Researchers studied time and defined individual differences in people’s
perceptions of their past experiences, reaction to stimuli of the present events and
anticipating future events. In the famous marshmallow experiment of Mischel, Ebbeson
and Zeiss (1972), the preschool children were given the choice of eating the
marshmallow immediately or waiting for a time for receiving two marshmallows. The

children were investigated whether their attentional and cognitive mechanism worked




|
for voluntary delay of gratification and self-control. Mischel, Shoda and Rodriquez ‘
I

(1989) followed them into their adulthood and children who delayed gratification longer
achieved higher academic performance and developed into more cognitively and
socially competent adolescents. We are all faced with decisions and trade-offs in our
life; whether to consume now or save for future needs, have fun now or work hard for
future success or study for tomorrow’s exam. According to time perspective theory,
Zimbardo and Boyd (1999) contend that these decisions and attitudes originate from the
differences in our framing of time. The influence of our perception of past and future to
our current behavior is believed to be a nonconscious process. Past is reshaped by
encoding, storing and retrieving memories. Remembering past is travelling through time
and may include remembering past experiences or reconstructing them or experiencing
both. Future is formed by expectations. Attitude and behavior is planned as a result of
future consequences. Present orientation is focusing on present with little or no concern
on future consequences. Some individuals tend to focus more on the present while
others focus more on past or future events. Those temporal predispositions are dominant
time perspectives of individuals and formed at early ages, developed through
upbringing, family, culture, education, religion (Zimbardo & Boyd, 1999). Five
dimensions were measured with Zimbardo Time Perspective Inventory (ZTPI). These
dimensions are; Past Positive (PP), Past Negative (PN), Present Hedonistic (PH),
Present Fatalistic (PF) and Future (F). PP reflects a nostalgic, warm attitude towards the
past and a positive construction of past events. PN reflects a negative aversive view of
the past, associated with depression, anxiety, unhappiness and low self-esteem and
aggression (Zimbardo & Boyd, 1999). PP dimension is correlated with agreeableness

and large social networks including significant others; spouse, romantic partner, family,



friends, coworkers.etc (Holman & Zimbardo, 2009). High PN leads to higher rejection

sensitivity which results in intense emotional reactions to actual rejections and

perception of rejection in ambiguous situations. It develops from childhood and may

affect social relationships (Bernstein & Benfield, 2013).

PH reflects a risk taking attitude and an orientation toward present pleasure with
little concern for future consequences and has deficiencies in the ability to delay
gratification. The fatalistic present orientation, PF lacks the goal focus of future oriented
individuals with a belief that future is predestined. This dimension is correlated
significantly with aggression and depression (Zimbardo & Boyd, 1999). Present
orientation is positively related to risk-taking behaviors (Zimbardo, Keough & Boyd,
1997), alcohol and substance use and abuse (Keough, Zimbardo & Boyd, 1999),
interpersonal aggression and resource exploitation (Kruger, Reischl & Zimmerman,
2008), and negatively related to social network connection (Holman & Zimbardo,

2009).

The fifth dimension is future orientation which reflects striving for future goals
and rewards and a strong tendency to delay gratification. This dimension is correlated
significantly with conscientiousness and correlated weakly with anxiety and depression
(Zimbardo & Boyd, 1999). Future orientation was positively related to research
participation (Harber, Zimbardo & Boyd, 2003), coping with stressful events (Holman
&Silver, 2005). Also negative éorrelation was found between procrastination and future
orientation (Gupta, Hershey & Gaur, 2012). Financial planners; as they have a
behavioral tendency to trade —off between investing today or in the future for higher

yields, are higher on the future dimension (Albright & Mc Dermott, 2015).




Temporal focus on actions and events may be biased as a result of over-using or
under-using one dimension. Focusing predominantly on one dimension for example
present orientation creates temporal bias by disregarding future actions. A balanced time
perspective has been proposed to facilitate wellbeing instead of sticking on a particular
time (Boniwell & Zimbardo, 2004). Depending on a situation’s needs and demands,
balanced TP is mental ability to switch between the past, present and future components
(Zimbardo & Boyd, 1999). Balanced TP is operationalized by Drake, Duncan,
Sutherland, Abernethy and Henryl, 2008 with a cut — off point approach. By selecting a
balanced TP sub-sample from those individuals scoring below the 33rd percentile on
ZTPI dimensions of PN and PF, and above it on PP, PH and F scales. This approach
was criticized as being sample dependent rather than measuring real psychological
differences between individuals, and whether this cut-off points are optimal (Stolarski,
Wiberg & Osin, 2015). Another operationalization of balanced TP was a cluster-
analysis with four distinct time perspéctive patterns: future-oriented, present-oriented,
balanced and negative (Boniwell, Osin, Linley & Ivanchenko, 2010). This method
determines subgroup of individuals with similar scores which is also sample dependent.
The deviation from balanced time perspective (DBTP) coefficient, also used in this
study, is a measure derived from ZTPI scale (Stolarski, Bitner & Zimbardo, 2011). This
measure of balanced TP has higher predictive validity than other existing balanced TP’s
indicators; cut-off point approach and cluster analysis. DBTP coefficient formulates
optimum temporal orientation with high past positive score, a moderately high future
and present hedonistic scores of ZTPI scale (Stolarski, Bitner & Zimbardo, 2011).

DBTP focuses on individual differences and optimal points. It determines how close an



individual is to those optimal points. It is the root of the sum of squared deviations of
individual scores from the optimum scores.

Balance in temporal orientation is associated with both mental and physical
health and emotion regulation. Balanced TP was positively related to subjective
wellbeing (Zhang, Howell & Stolarski, 2013), emotional intelligence (Stolarski et al,
2011), and more positive mood states (Stolarski, Matthews, Postek, Zimbardo & Bitner,
2014). Individuals with Balanced TP had better physical health and less hopelessness
(Oyanadel & Casal, 2014). BTP was negatively related with neuroticism and positively
related to self-esteem (Akirmak, 2014).

1.2. Job Satisfaction

Work attitude research has important practical applications for organizational
effectiveness and enhancement of individual life (Judge & Klinger, 2008). Job
satisfaction is defined as pleasurable and positive emotional state resulting from
appraisal of one’s job (Locke 1969). As implicit in Locke’s definition, job satisfaction
is both cognitive and emotional process that individuals both evaluate their jobs by
thinking and feeling. Hulin and Judge (2003) also defined JS as multidimensional
responses of individuals to their job including cognitive, affective and behavioral
components. These psychological, multidimensional responses are measured by
evaluating characteristics of the job, emotional responses to events that occur on the job,
and dispositions, intentions, and behaviors.

JS is accepted as most focal employee attitude (Saari & Judge, 2004) in
industrial and organizational psychology. Its relation to many constructs has been

studied widely. JS was related to job performance according to a meta-analysis by




Judge et al (2001) and has shown to be significantly associated with both organizational

commitment and employee turnover (Carsten & Spector, 1987).

Considering the interactive approaches of person and environment, it is worth
reviewing the literature of situational and dispositional sources of JS. Situational
variables are defined as working conditions, salary, supervision that belongs to nature of

the work. Dispositional variables are defined as intrinsic characteristics of individuals.

1.2.1 Theories of job satisfaction.

There are many theories of JS but they are mostly classified in three categories
in literature (Judge, Heller & Klinger, 2008). Situational theories propose that JS results
from characteristics of the environment and nature of the job. Dispositional theories
propose that personal characteristics of an individual cause that work outcome. A third
category is an interactive one and proposes that JS results from interaction of situational
and dispositional factors. Some of these theories are reviewed in the following sections
according to their relation to person, to environment and to both person and

environment.

Maslow’s need hierarchy theory defines basic human needs as driving forces
that cause behavioral outcomes (Maslow, 1943). These needs are, psychological needs,
safety and security needs, belonging and love needs, self-esteem, confidence needs, self
— actualization needs. Once a need is satisfied, an individual moves further to fulfill a
higher order need. Therefore to enhance motivation at work, job has to allow for

development and give opportunity to satisfy higher level needs.

Two-factor Theory (Herzberg, 1959) interacts both situational and dispositional

factors that emphasizes JS by motivation-hygiene factors and proposes that factors




causing satisfaction and dissatisfaction are not same. The satisfiers are motivators such

as growth, achievement, recognition, responsibility and their presence causes
satisfaction but their absence does not lead to dissatisfaction. Hygiene factors are such
as salary, status, security, work conditions that cause dissatisfaction. The absence of

these cause dissatisfaction but their presence does not satisfy employees.

Equity theory (Adams, 1963) supports the idea that job context, outputs of a
work are not enough to determine motivation. Employees need balance in what they
give (inputs) and receive from the work (outputs). A sense of equity and fairness when

compared to referent others causes satisfaction.

Vroom’s expectancy theory is a sample of person-environment interaction in
defining predictors of JS. According to this theory; valence, instrumentality of work
place values interact with employee’s expectancy. Discrepancies between expectancies

and outcomes cause dissatisfaction (Vroom, 1964).

Value percept theory (Locke, 1976) states that employees’ values determine
their satisfaction level. Job characteristics and facets of a job are important for an

employee only if it is valuable to the employee.

These theories are helpful in defining predictors of job satisfaction but in this
study, job characteristics theory of Hackman and Oldham (1976) and theory of
purposeful work behavior of Barick, Mount and Li (2013) are reviewed in more detail
next. The job characteristics theory clearly defines core job dimensions and links them
to work attitudes through three core psychological states. These theories integrate
situational and dispositional factors in their model. Theory of purposeful work behavior

is also based on job characteristics model with an additional psychological mechanism




functioning through personality traits. It is an integrative theory linking situational and
dispositional factors to work outcomes with higher order goals and big five personality

traits.

1.2.1.1. Job Characteristics Theory

In situational approach, job characteristics model was presented by Hackman
and Oldham (1976) which is proposed to be used for work redesigns and improvements.
The model proposes that intrinsically motivating characteristics of a job leads to higher
levels of JS and the theory focuses on five core job characteristics: task identity, task
significance, skill variety, autonomy and feedback. Task identity is the degree to which
the job requires completion of a "whole" and identifiable piece of work with a visible
outcome. Task significance is the degree to which a job has effect on other people, on
organization or on environment as a whole. Employees find their job meaningful when
the results have substantial impact. Skill variety is the extent that the job includes a
variety of different activities and involves the use different skills and talents. Autonomy
is the degree to which the job has freedom and independence to the employee and
feedback is about obtaining direct and clear information about the work activities and
about the effectiveness of his or her performance.

Five dimensions are leading three psychological states and they in turn lead
work outcomes (Figure 1). These psychological states are; experienced meaningfulness,
experienced responsibility and knowledge of the actual results. Experienced
meaningfulness is the degree to which the individual experiences the job generally
meaningful, valuable and worthwhile. Experienced responsibility is a state that the
individual feels personally responsible for the results of the work. Knowledge of the

results refers to continuous feedback about the individual’s performance on the job.



These three psychological states are mechanisms that link job characteristics to personal
and work related outcomes. Skill variety, task identity and task significance
characteristics contribute to the psychological state of experienced meaningfulness.
Autonomy contributes to the psychological state of responsibility for outcomes of the
work. Feedback fosters psychological state of knowledge of the results. Optimum
motivational condition of a job includes one of the three job characteristics (skill
variety, task identity or task significance) leading to experienced meaningfulness and
autonomy leading to experienced responsibility and feedback leading to knowledge of
the results, according to the model. The links from these job characteristics to
psychological states are stronger as employee growth need strength is higher (Hackman
& Oldham, 1976). As a reference model to define situational factors, this model has
fundamental dimensions of a job and mechanisms to state environmental effects that
leads to work attitudes of motivation, performance, satisfaction, absenteeism and

turnover (see Figure 1).

10
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Figure 1. The job characteristics model of work motivation (Hackman & Oldham,

1976).
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1.2.1.2. Theory of Purposeful Work Behavior

Using Hackman and Oldham’s job characteristic model (1976) as a starting
point, Barrick, Mount and Li (2013) proposed a model to examine the link between
personality traits and work outcomes. Main differences between these two models are

the following:

i.  Motivational forces in job characteristic model are activated by external
factors whereas this model proposes that there are higher implicit goals
instead of specific performance goals derived from the five factor model
of personality (Barrick & Mount, 1991; Costa & McCrae, 1992).

ii.  Instead of “growth need strength™ as a dispositional variable, there is an
integrating mechanism between personality traits and intrinsic goals to
work outcomes that explain how an individual will be intrinsically
motivated. through these goals.

iii.  This new model clearly identifies which specific personality traits and

job characteristics are important in explaining behavior at work.

The associations of personality traits with motivational strivings and their
corresponding job and social characteristics are stated in Figure 2. The expanded
Hackman and Oldham’s Job Satisfaction Model integrates job characteristics with
personality traits by purposeful goal strivings (Barrick et al, 2013). The implicit higher
order goals are communion striving, status striving, autonomy striving and achievement
striving. The theory accepts that the individual is purposeful and aware of the

significance and meaningfulness while attaining these goals. Conscientiousness was

12




related to achievement striving, extraversion was related to status striving and

agreeableness was related to communion striving, autonomy was related to openness to
experience (Barrick, Stewart & Piotrowski, 2002). The theory assumes that individuals
are motivated to achieve these four fundamental, implicit goals related to their traits by

directing mental attention and energetic activity and emotional connections.

13
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Figure 2. The relation of personality traits with motivational strivings of their corresponding job

and social characteristics. Adapted from “The Theory of Purposeful work behavior. The role of

personality, higher-order goals, and job characteristics™ by Barrick, Mount and Li, 2013.
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1.2.2. Dispositional Sources of Job Satisfaction

Explaining reasons of a work attitude precisely needs considering both
environmental circumstances and individual’s dispositions (Barrick, Mount & Li,
2013). Although there is cumulating research about situational and environmental
factors causing job satisfaction, there are other studies supporting the dispositional
approach (Connolly & Viswesvaran, 2000; Illies & Judge, 2003). In addition, finding
dispositional sources of JS has been a very influential research goal (Judge, Heller &
Klinger, 2008). The idea is derived from the fact that association between a work
attitude and outcome may be due to assessment of environmental conditions causing
that attitude or, alternatively, genetic differences may lead individuals to hold that
attitude. In a study by Staw and Ross (1985), job attitudes of individuals are found to
be stable over time and across situations. A significant similarity was found in general
job satisfaction ratings of 34 pairs of monozygotic twins reared apart from early
childhood, which was evidence that there are genetic components of job satisfaction
(Arvey, Bouchard, Segal & Abraham (1989). In the following sections, several
individual differences variables are reviewed, which have been extensively studied in
the JS literature as dispositional sources of job satisfaction. These are, core- self
evaluations (Judge, Locke & Durham, 1997), big five traits (Mc Crae & Costa, 1999)
and positive and negative affectivity (Watson, Clark & Tellegen, 1988).

1.2.2.1. Core self-evaluations

Another trait taxonomy to predict JS as a dispositional source, core self-
evaluations (CSE) is defined as self-evaluation of one’s worthiness, capability, and
effectiveness (Judge, et al, 1997). It is a higher-order construct including four traits;

self-esteem, locus of control, generalized self-efficacy and neuroticism. These traits are
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included since they are fundamental, evaluative, and broad in scope (Judge & Bono,

2001).

Self-esteem is overall appraisal of one’s self-worth. Locus of control is the belief
that desired effects result from one’s own actions rather than by fate. Generalized self-
efficacy is fundamental ability to cope and perform successfully within a range of
situations. Emotional stability (low neuroticism) is the propensity to feel calm and
secure. These traits are highly correlated (Judge, Erez, Bono, & Thoresen, 2002), and
share similar relations with job satisfaction and performance (Judge & Bono, 2001b).
Individuals with high CSE are indicated by high levels of self-esteem, generalized self- ‘
efficacy, emotional stability, and internal locus of control.

Individual traits of CSE and CSE as a whole are positively related to JS (Judge
& Bono, 2001).The reason why employees with high CSE have high job satisfaction is
that employees with positive self-concept make positive inferences about themselves
and accept their identity (Judge, Erez & Bono, 1998). CSE may have a direct effect on
outcomes through a process of emotional generalization. Positive appraisals of self may
spill over to influence other outcomes (Chang, Ferris, Johnson, Rosen & Tan, 2012).
Based on Hackman and Oldham (1976)’s job characteristics model, individuals with
positive self-evaluations rated their work higher on these core dimensions and more
satisfied with their jobs (Judge et al, 1998). The relation of CSE to job satisfaction was
proposed to be indirectly through perception of job characteristics. Individuals with
positive self-evaluations see their jobs more challenging, choose more complicated jobs
and satisfied more because they perceive all job characteristics, positively (Judge, Bono
& Locke, 2000). Also the influence of CSE on motivation and performance is explained

by self—consistency theory (Korman, 1970). According to this theory individuals are
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motivated to perform in a manner consistent with their self-images. If the job or task
requires effective performance, they are motivated to choose most satisfying task roles
which are consistent with their self-cognitions, and which are in balance with their self-
perceptions. If an individual has a self-cognition of being competent and need —
satisfying, will choose most satisfying situations in balance with their self — perceptions.
(Korman, 1970). Individuals with higher CSE choose higher levels of complexity on
their tasks which in turn increases their JS (Srivastava, Locke, Judge & Adams, 2010).
The influence of CSE to cognitive appraisals and behavioral reactions are also explained
by approach/avoidance theoretical framework (Elliot & Thrash, 2002).This framework
suggests that attitudes, motivation, emotion, and perception are all characterized by
approaching positive stimuli and avoiding negative stimuli. Some personality traits
involve sensitivity to positive stimuli (e.g. extraversion) or negative stimuli (e.g.
neuroticism). High CSE individuals can be assumed to be both sensitive to positive
stimuli and insensitive to negative stimuli (Elliot & Thrash, 2002).

1.2.2.2. Positive and negative affectivity

The person — environment interaction is associated with production of moods
and emotions at workplace (Brief & Weiss, 2002). Affect represents a broad range of
feelings that individuals experience and dispositional affect is an overall tendency to
respond to situations in predictable ways i.e. positive affectivity is tendency to
experience positive moods (Woods & West, 2010). Affective disposition includes the
traits of positive affectivity (PA) and negative affectivity (NA). PA is tendency to
experience positive emotions. Individuals with high PA exhibit enthusiasm, high
energy, full concentration and pleasurable engagement whereas individuals with high

NA exhibit a general dimension of subjective distress and unpleasurable engagement
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with aversive mood states of anger, contempt, disgust, guilt, fear, and nervousness

(Watson et al, 1988). There are studies relating PA and NA to job satisfaction (Illies &
Judge, 2003; Thoresen et al, 2003). According to a meta-analysis, there was negative
correlation between negative affectivity and job satisfaction and positive correlation
between positive affectivity and job satisfaction. 10 - 25% of variance in job satisfaction
can be explained by individual differences in affectivity (Connolly & Viswesvaran,

2000).
1.2.2.3. Big five personality traits

Research on personality mostly based on big five traits which classify traits
under five dimensions: neuroticism, extraversion, conscientiousness, agreeableness and
openness to experience (Costa & McCrae, 1992). Neuroticism is a general tendency to
have negative emotions, anxiety, depression, hostility and guilt. Extraverted individuals
reflect a cheerful, outgoing, sociable type of personality (Costa & McCrae, 1992).
Conscientiousness individuals are achievement oriented, organized, dependable and
responsible. Agreeableness is being cooperative, caring, trusting and warm. Openness to
experience reflects a type of personality that desires uniqueness, change, variety,

imaginativeness (Costa & McCrae, 1992).

Traits of neuroticism, extraversion and conscientiousness displayed moderate
correlations with job satisfaction (Judgle, Heller & Mount, 2002). The big five traits
together had a multiple correlation of .41 with JS (Illies & Judge, 2003). The variables
CSE, TP and affective states are also related to big five traits. Neuroticism is common
in big five and CSE and CSE had strong and positive relations with conscientiousness

(Judge, Erez, Bono & Thoresen, 2003), extraversion and agreeableness (Chang et al,
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2012). The associations between dimensions of ZTPI and personality traits (Zhang &

Howell, 2011; Zimbardo & Boyd, 1999; Dunkel & Weber, 2010) are summarized in
Table 1. Significant positive association between extraversion and PP, PH; neuroticism
and PN, PF; conscientiousness and F (Zhang & Howell, 2011); openness to F and PH
(Zimbardo & Boyd, 1999; Dunkel & Weber, 2010). Personality traits are studied in
subjective wellbeing research and they are related to affective states (Deneve & Cooper,
1998). Because of temperament of these personality traits, extraversion leads to positive

affect and neuroticism leads to negative affect. (Costa & McCrae, 1980).
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Table 1

Direction of Associations Among Personality Traits and Time Perspective Dimensions

Personality Traits TP dimensions Direction of The Relation
I

Extraversion Past positive positive |

Agreeableness Past positive positive i

Conscientiousness Future positive '

Extraversion Future positive

Openness to experience Future positive

Neuroticism Past Negative positive

Conscientiousness Past Negative negative

Agreeableness Past Negative negative

Extraversion Present Hedonistic positive

Conscientiousness Present Hedonistic negative

Neuroticism Present Hedonistic negative

Openness to experience Present Fa;[aljstic negative

Conscientiousness Present F atélistic negative

Neuroticism Present Fatalistic positive

Neuroticism Balanced Time Perspective negative

Self Esteem Balanced Time Perspective positive

Note. Adapted from studies of Dunkel and Weber (2010), Zimbardo and Boyd (1999),

Akirmak (2014).
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1.3. Burnout

Because of its relation to job satisfaction, defined as opposite side of
engagement, burnout was examined in this research. A biased temporal orientation may
cause an individual to experience high levels of burnout besides the environmental
conditions. Employees are most likely to engage in work stress caused by |
dissatisfaction. The dysfunctional relation between person and the work context causes
burnout which is a job-specific type of stress (Best, Stapleton & Downey, 2005). It is
defined as a syndrome of emotional exhaustion and cynicism (Maslach & Jackson,
1981). Burnout is a response to overload, role conflict and role ambiguity (Maslach,
Schaufeli & Leiter, 2001). Most visible signs of burnout on individuals are that they
seem bored, fatigued, disenchanted, and inflexible (Freudenberger, 1975). Three
dimensions of burnout are; emotional exhaustion, depersonalization and personal
accomplishment (Maslach et al, 2001). Emotional exhaustion is most obvious one and
reflects the stress dimension of burnout. When depersonalization is observed,
individuals consider service recipients as impersonal objects. For other occupations
which are not including human services, individuals show a cynical attitude when they
are exhausted and discouraged. The personal accomplishment dimension is related to
other dimensions since it is not possible to be efficient and gain personal
accomplishment when emotionally exhausted and depersonalized. Earliest studies of
burnout were at occupations including human service e.g., healthcare, education, social
work (Maslach & Jackson, 1981). Recent research expanded this measure to other
occupations with development of Maslach Burnout Inventory, MBI- General Survey
(Maslach, Jackson & Leiter, 1996). What differs burnout from work related stress is that

burnout is experienced in occupations specifically including human service. Although
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burnout is an individual experience, it is specific to work context. Workload, time
pressure, role conflict, role ambiguity, scarce resources, lack of feedback, social support
are all specific job characteristics related to burnout (Maslach, Schaufeli & Leiter,
2001). But it is likely that individual difference factors also have an important role in
development of burnout (Maslach et al, 2001). There is a significant influence of core
self-evaluations negatively and perceived organizational constraints (organizational
practices and policies) positively on burnout. Burnout in turn has direct negative effect
on job satisfaction (Best et al, 2005). Both overall job satisfaction and employee
engagement were found to be correlated with customer satisfaction, profitability,
productivity, employee turnover, and safety outcomes (Harter, Schmidt & Hayes, 2002).
Burnout is defined as opposite end of engagement which is a work related attitude
representing a condition where employees are not only satisfied but they are actively

involved and enthusiastic about their job.

1.4. Related Studies in Turkey

Time perspective studies with ZTPI scale are limited in Turkey. A dissertation
study examined relations of time perspective and big five personality traits (Alacatls,
2013) and time perspective and its relation to perception of self and interpersonal

relations (Akirmak, 2015) are studies using ZTPI scale.

There are many studies about job satisfaction in Turkey but the ones related to our
studied variables are ; relation of core self-evaluations to job satisfaction and job
performance , conducted with employees from private sector organizations (Giirbiiz,
Erkus & Sigr1, 2010). And relations of burnout and job satisfaction at banking sector

(Ok, 2004; Ceyhan& Silig, 2005; Bez & Emhan, 2011; Giiner, Cigek & Can, 2014;
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Giirbiiz & Karapinar, 2014).The samples in these studies are from bank employees and

significant negative effects of burnout on job satisfaction are determined.
1.5. Research Objectives and Hypotheses

As presented in the literature review in previous section, time perspective is not studied
in organizational psychology. Therefore the primary goals of the present study are:

a. To examine whether there is an association between time perspective of an

individual and job satisfaction.

b. To explore possible mediation effects of time perspectives in both

» Core self-evaluations and job satisfaction relation
» Burnout and job satisfaction relation

The relations of studied variables to job satisfaction were examined in the frame
of theory of purposeful work behavior (Barrick, Mount & Li, 2013). In the current
study, and in the theory of purposeful work behavior , it is assumed that task and social
characteristics (i.e., social support, task identity, autonomy) are present at the work
environment , perceived objectively and provide the context in which an individual's
purposeful work striving is interpreted as being personally meaningful. For example
work situations provide a setting in which conscientious individuals can successfully
fulfill their achievement goals. With the subjective evaluation of the work conditions,
an employee strives for fundamental intrinsic goals related to his dominant personality
trait as a motivation process to attain work outcomes (i.e., job satisfaction, withdrawal,
counterproductive behaviors).

In light of these conceptual links and theory of purposeful work behavior, time
perspective dimensions and balanced TP were expected to have an association with the

job satisfaction through motivating fundamental goals associated to each personality
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trait. For example individuals with dominant past positive time perspective are extravert
and agreeable. As personality traits initiate purposeful goal strivings, extravert and
agreeable individuals are more likely to strive for communion and status. When the
motivational forces associated with job characteristics are present in the work context
and they are in line with these goals, this state will lead individuals to experienced
meaningfulness. This psychological state causes attainment of work outcomes.
Individuals were expected to have higher job satisfaction with this psychological
mechanism. Same path for individuals who are high in future dimension moves through
conscientiousness as initiating trait and the related purposeful goal is achievement
orientation. Future oriented employees were expected to have higher job satisfaction
when they fulfill their achievement needs in work environment. As an exploratory study
and based on these expectations, following hypothesis was stated to explore the
associations of all TP dimensions to job satisfaction:

Hypothesis 1: Time perspective dimensions were expected to be related to job
satisfaction.

The operationalization of balanced TP used in this study is with high past
positive score, a moderately high in future and present hedonistic scores of ZTPI scale
(Stolarski et al, 2011). As previously stated, balanced TP have relations to positive
constructs such as subjective wellbeing (Zhang, Howell & Stolarski, 2013), more
positive mood states (Stolarski et al, 2014) and associated negatively with neuroticism
(Akirmak, 2014). Individuals having balanced TP were supposed to have higher job
satisfaction since they are low in past negative dimension and neuroticism, also high in

past positive dimension and extraversion. Therefore it was hypothesized that;
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Hypothesis 2: Balanced time perspective was expected to be positively related to
job satisfaction.

As an explorative study, to test whether TP dimensions predict these
organizational variables of JS, core- self evaluations and burnout, a series of linear
regressions were computed both for TP dimensions and for DBTP. Following
hypothesis was formulated.

Hypothesis 3: TP dimensions were expected to explain unique variance in job
satisfaction, core self-evaluations and burnout.

Hypothesis 4: Balanced TP was expecfed to explain unique variance in job
satisfaction, core self-evaluations and burnout.

Previous studies have found that core self-evaluations and burnout predict job
satisfaction. Since there is no research exploring relations of time perspective to JS, this
research also aimed to find out how much additional variance balanced TP and
dimensions of TP explain in JS. So it is hypothesized that;

Hypothesis 5: TP dimensions were expected to explain unique variance in JS
when, CSE and burnout are statistically controlled.

Hypothesis 6: Balanced TP was expected to explain unique variance in JS
when, CSE and burnout are statistically controlled.

Given the relations of CSE to big five traits, CSE was expected to be associated
to TP dimensions. Individuals with high CSE were expected to be high in past positive
and future dimensions and low in past negative dimension. Time perspectives were
expected to mediate the effect of CSE on job satisfaction such that part of the positive

influence of core self-evaluations on job satisfaction was expected to be through time
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perspective dimensions or due to having an optimal combination of time perspectives as
balanced TP. So it is hypothesized that;

Hypothesis 7: TP dimensions were expected to mediate the relation between
CSE and job satisfaction.

Hypothesis 8: Balanced TP was expected to mediate the relation between CSE
and job satisfaction.

Burnout research mostly focused on environmental factors but individual
differences are also important in development of burnout. A meta-analysis by Alarcon
et al. (2009) found significant associations among traits of Big Five, CSE, PA, NA and
burnout. These traits together explained significant variance in burnout. As previously
stated, TP dimensions and personality traits and affective states are associated. Also
extraversion is negatively and neuroticism is positively related to burnout (Sulea, Van
Beek, Sarbescu, Virga & Schaufeli, 2015). Individuals having balanced TP were
supposed to experience less burnout since they are low in PN dimension and
neuroticism, and high in PP dimension and extraversion. These traits specifically lead to
striving for communion and status to be intrinsically motivated and with these
motivating goals they were expected to have higher job satisfaction. Therefore it was
aimed to explore whether relation of burnout to job satisfaction was through balanced
TP or the dimensions of TP and it was hypothesized that;

Hypothesis 9: TP dimensions were expected to mediate the relation between
burnout and job satisfaction.

Hypothesis 10: Balanced TP was expected to mediate the relation between

burnout and job satisfaction.

26




As a result of conceptual relationships between affective states, personality traits
and studied predictors (TP, CSE, burnout, positive and negative affectivity) of job
satisfaction in this research; and significant relations of positive and negative affectivity
to burnout (Alarcon et al, 2009) a model stated in Figure 3 was also tested. Addition of
positive and negative affectivity to this model measures total, direct and indirect effect
of burnout on JS through time perspectives by statistically controlling for affectivity. So
following hypothesis were formulated to test whether indirect effects of time
perspectives were still statistically significant when positive and negative affectivity
was statistically controlled.

Hypothesis 11: When positive and negative affectivity was statistically
controlled, TP dimensions were still expected to mediate the relation between burnout
and job satisfaction.

Hypothesis 12: When positive and negative affectivity was statistically
controlled, balanced TP was still expected to mediate the relation between burnout and

job satisfaction.
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Figure 3. Mediation model for burnout and job satisfaction. Balanced Time Perspective is

mediator and positive and negative affectivity are control variables. PA: Positive Affectivity

and NA: Negative Affectivity.
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Section 2 - Method

2.1. Participants

The sample consisted of 135 employees of 5 private banks in Turkey.
There were 201.205 employees working at banking sector in Turkey, % 51 of
them were female and % 78 of them were university graduate (December 2015).
Data was collected through a questionnaire including 6 sections, 136 questions.
86 of the participants filled online surveys and 49 of them filled paper and pencil
versions. The measured constructs were Balanced Time perspective, Job
Satisfaction, Core Self Evaluations, Burnout and Positive and Negative
Affectivity. There was also a section including demographic questions. The
demographic properties of the sample were; 104 of the respondents were females
and 30 of the respondents are males with an average age of 38, SD =5,71 ranging
from 24 to 51. Their average tenure was 16 years. % 64 of them are managers.

72 % of the employees were 4-year university graduates.

2.2. Materials

2.2.1. Zimbardo Time Perspective Inventory (ZTPI)

To measure participants’ time perspectives, Zimbardo Time Perspective
Inventory (ZTPI; Zimbardo & Boyd, 1999) was used. The scale is a 56-item measure
including five subscales measuring temporal frames of past-positive (9 items), past-
negative (10 items), present —hedonistic (15 items), present fatalistic (9 items) and
future (13 items). The ZTPI uses a 5-point Likert scale ranging from 1 (Very untrue of

me) to 5 (Very true of me). In this study deviation from the balanced time perspective
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(DBTP) method was used (Stolarski et al, 2011). DBTP score indicates how far a

participant is from the ‘optimal’ point on each dimension and these optimal points

are 4.60 for past positive, 3.90 for present hedonism, 4.00 for future, 1.95 for past
negative and 1.50 for present fatalism. DBTP coefficient close to zero indicates a
perfectly balanced TP and a high positive value indicates deviation from the balance.
From the scale scores of each dimension, DBTP coefficient is calculated by taking root
of sum of squares of each participants ‘deviation (difference of optimum scores from

their scale scores).

DBTP —\/ (0PN — ePN) 2 + (0PP — ¢PP) 2 + (0PF — ePF) 2 + (oPH — ePH) 2 + (oF —

eF)

2.2.2. The Positive and Negative Affectivity Scale (PANAS)

Dispositional affect was measured with the Positive and Negative Affect Schedule
(PANAS; Watson et al, 1988). The 20-item scale aims to measure positive and negative
affectivity by asking participants to indicate how often they generally experience ten
positive and ten negative emotions (e.g enthusiastic, excited, active, afraid, nervous,
hostile). The scale is a seven point Likert type that is developed to measure mood
but when measured with longer-term instructions(e.g. past year or general) , results
exhibit traitlike stability. There are 10 positive and 10 negative emotions and there is
negative correlation between two dimensions. The reliability coefficient for positive
affectivity is .88 and negative affectivity is .87 (Watson et al, 1988 ). The reliability

coefficients for the Turkish sample is. 86 and. 83 respectively (Gengéz, 2000)
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2.2.3 Minnesota Job Satisfaction Scale (MJSQ)

The 20- item short version of Minnesota Satisfaction Questionnaire was used
(Weiss, Dawis & England, 1967). The scale is rated on a 5-point Likert scale 1 “very
dissatisfied” to 5 “very satisfied”. Item responses are summed or averaged to create a
total score — the lower the score, the lower the level of job satisfaction. The scale
measures intrinsic, extrinsic and general job satisfaction level. In this study, general
satisfaction score was used. The Cronbach Alpha of the original scale is. 90. Cronbach

alpha reliability is. 77 for the Turkish version (Baycan, 1985).
2.2.4. Maslach Burnout Inventory (MBI)

22-item Maslach Burnout Inventory was used (MBI; Maslasch & Jackson,
1986) which included three subdimensions; Emotional Exhaustion (9 items),
Depersonalization (5 items) and Personal Accomplishment (8 items). The scale was
adapted to Turkish sample by Ergin (1993). Respondents answered questions using a 5-
point scale ranging from 1 (never) to 5 (always). The original scale is 7 point likert type
but the Turkish version of the scale is 5 point Likert type for adaptation. The Cronbach
alpha reliabilities in this study were. 86 for Emotional Exhaustion. 68 for
Depersonalization and. 82 for Personal Accomplishment which was similar to previous
research. A separate scale sore was calculated for each dimension by summing up the
corresponding items. Burnout is high when Emotional Exhaustion and
Depersonalization scores are high and Personal Accomplishment score 1s low. All

subscales were measured in the current study but only Emotional Exhaustion dimension
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was used for the analysis since it correlated higher than the other two dimensions with

JS and BTP (r =-. 61 and = -40 respectively ).

2.2.5. Core Self Evaluations Scale (CSES)

12-item scale developed by Judge et al (2003) measures four specific traits
which are neuroticism, generalized self-efficacy, self-esteem and locus of control. Items
2,4, 6,8,10 and 12 are reverse coded. An example of the Turkish version is studied by
Kisbu (2006). The scale is a 5 - point Likert scale (5 = completely true; 1= completely
false). In the current study, factor analysis of 12 items resulted in an alpha reliability of.
80 which is similar to previous studies. High CSE score means high self-esteem, low
neuroticism, high general self-efficacy and internal locus of control which result in a
general positive self-evaluation. High core self-evaluators are self —confident, believe
that they are capable and low core self-evaluators doubt their abilities and blame

themselves for failures.
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Section 3 - Results

3.1. Data Analysis

Descriptive and frequency analysis were used to define demographic properties
of the data. Correlational analyses were applied to examine the relationship among TP,
CSE, bumout, PA, NA and JS. TP dimensions and deviation from balanced time
perspective (DBTP) were highly correlated. To deal with this multicollinearity problem,
regression analyses were computed separately for both TP dimensions and DBTP |
(Leech, Barrett & Morgan, 2005). The sample size ranged from 126 — 135 due to
missing values in the data. Listwise method was used for handling missing value
problems which eliminates all cases with any amount of missing data (Roth, 1994).

Multiple linear regréssion analyses were computed to explore possible effects of
time perspectives on organizational variables of CSE, burnout and JS. As previous
literature indicated CSE and burmout accounted for a significant amount of the variance
in JS, hierarchical regression analysis were used to determine additional variance
explained by TP dimensions and DBTP.

The procedures of mediation analysis are mostly guided by the procedures
outlined by Barron and Kenny, 1986. Recent applications follow Hayes’ bootstrap
method (2013) because of the shortcomings of the Barron and Kenny approach. In this
study Hayes bootstrap method (2013) was applied to test for indirect effects of CSE on
job satisfaction and burnout on job satisfaction through time perspectives. Hayes’
method involves creating simulated datasets using resampling, i.e., bootstrap samples. A

bootstrap confidence interval for a relative indirect effect is constructed by repeatedly
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taking samples of size of the original sample with replacement from cases in the data
and estimating all the coefficients in the mediation model in each bootstrap sample.
From the estimated coefficients, the relative indirect effects are calculated. Confidence
interval for each relative indirect effect 1s constructed as the bootstrap estimates that
define the lower and upper bounds. The relative indirect effect is statistically significant
if these bounds do not include zero. Baron and Kenny (1986) casual steps approach is
based on a set of hypotheses tests on each path in a casual model; a mediator either
completely or partially mediates independent variable’s effect. These steps are;
regression of independent variable (IV) on dependent variable (DV) ignoring mediator,
is significant (path c), regression of IV on mediator is significant (path a), regression of
mediator on DV is significant (path b) and lastly regression of IV on DV is significant
controlling for mediator (c”). If effect of IV on DV is not significant after controlling for
mediator, full mediation occurs. If this effect is still significant but decreases with the
indirect effect of mediator, partial mediation occurs. Baron and Kenny method searches
for a significant total effect of IV on DV. Hayes (2013) states that this is not a
prerequisite to search for evidence for indirect effects. There may be indirect effects
without a direct effect. As the total effect is sum of direct and all indirect effects, if there
is one positive and one negative indirect effect at the same magnitude then multiple
indirect effects will sum to zero. Baron and Kenny (1986) method is criticized as having
low statistical power in most cases (Preacher & Hayes, 2004).

An additional mediation model was tested to examine the indirect effects of

time perspectives when positive and negative affectivity were statistically controlled.
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3.2. Descriptive Statistics

The sample consisted of 135 employees of 5 private banks working at
headquarters and branches in Istanbul. The demographic properties of the
sample are shown in Table 2. 77% of the respondents were females and 72 % of
the respondents were 4-year university graduates. Average age of the sample

was 38, SD =5,71 with average tenure, 16 years, SD =6.

Table 2

Descriptive Statistics for The Demographic Variables

n % M SD
Age 132 38 5.71
Tenure 132 16 6
Job Position 131 1.3 A7
Manager 87 64
Non - managerial position ded 33
Gender 134 1.2 42
Female 104 77
Male 30 22
Education 132 2.1 50
University ( 2 years) 10 ¥
University ( 4 years) 98 72
Master Degree 24 L7

Note. Sample size range from 126 -135 due to missing data.




3.3. Correlations

Cronbach’s coefficient alpha is internal consistency reliability which indicates
the consistency of a multiple item scale (Leech et al, 2005). Cronbach alpha values for
the scales and correlation coefficients of the measured variables are displayed in Table
3. Correlation coefficients were computed to assess relations between CSE, burnout,
time perspectives; affective states and job satisfaction (see Table 3). As hypothesized,
individuals with DBTP score close to zero reported high levels of job satisfaction. TP
dimensions were also correlated with JS which indicates a negative association between
PN and PF dimensions and positive association between PP, PH and F. Individuals high
on PP dimension or PH dimension had high job satisfaction or individuals high on PN
dimension had low levels of job satisfaction. Hypothesis 1 and hypothesis 2, expecting
an association between DBTP, dimensions of TP and job satisfaction were supported.

Consistent with previous findings, there was strong positive association between
core self-evaluations and job satisfaction (r = .49, p <.01). There was strong negative
correlation (» = -.61, p < .01) between emotional exhaustion and job satisfaction. This
dimension of burnout displayed higher correlations with job satisfaction than
depersonalization and personal accomplishment dimensions. For this reason, only
emotional exhaustion dimension was used as an indicator of burmout in the rest of the

analyses.
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3.4. Regression analyses

Effects of TP dimensions and balanced TP on JS, CSE and burnout were
explored with multiple regression analysis. Six regression equations were tested to
examine separate effects of TP dimensions and balanced TP on dependent variables of
JS, CSE and burmout.

The beta weights presented in Table 4 suggest that PN negatively and PH and F
dimensions positively contribute most to predicting JS. The adjusted R? was 0.21. This
indicates that 21 % of the variance in JS was explained by the variables in the model.
According to Cohen (1988), this is a small effect size.

PN, PF, PH and F dimensions contribute most to predicting CSE indicating that
40 % of the variance in CSE was explained by the model. According to Cohen (1988),
this is a medium effect size. And the beta weights suggest that PN and PF dimensions

contribute most to predicting burnout. 16 % of the variance in burnout was explained by

the model. According to Cohen (1988), this is a small effect size.

In Table 4, results of multiple regression analysis where DBTP was independent
variable were also presented. Significant amount of variance was explained by DBTP in
predicting CSE, burnout and JS. The adjusted R? of the models were significant with
small effect size (Cohen, 1988). These findings implied that both TP dimensions and

DBTP predict significant amount of variance in JS, CSE and burnout.
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Table 4.

Linear Regression Analyses Resulls for Time perspective Dimensions and DBTP on Job
Satisfaction, Core- Self Evaluations and Burnout

Job Core Self
Satisfaction Evaluations Burnout
TP dimensions B B p
Past Negative SN - 48%* 22%
Past Positive 10 .04 -.05
Present Fatalistic -.10 -.23%%* 25%
Present Hedonistic 25*F 20%* -.14
Future e J7* -.11
Adj.R? 21 40 .16
F 7.68** 18.6%* 6.04%%*
df 5,120 5,127 5,128
DBTP - 40%* - 57** I9*
Adj.R? A5 31 14
F 24** 61.6%* 23 .5+
dr 1,124 1132 1,132

Note. *p < .05; **p < .01
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Two hierarchical multiple regression analysis were conducted to test whether

time perspectives predicted unique variance in JS after controlling for CSE and burnout.
DBTP and five TP dimensions are not included in the same regression analysis due to
possible multicollinearity problem between TP dimensions and DBTP scores. These
predictors contain much of the same information. DBTP was correlated with separate
TP dimensions. Results are shown in Tables 5 and 6. In the first regression model, at
step 1, CSE and bumout were entered as predictors. At step 2, five TP dimensions were
entered into the model to explore unique variance in JS predicted by TP dimensions
when controlling for the variables in Step 1 and to explore which dimensions have
significant relation to JS. Both core self-evaluations (f = .30) and burnout (£ = -.33)
were significantly related to job satisfaction and they together explained 44 % (Adj R* =
.44) of the variance in job satisfaction. From the TP dimensions, present hedonistic and
future time perspective accounted for an additional 5 % of the variance after controlling
for CSE and burnout in Step 2. This change in R? was significant, F'(7,115)=15.8,p <
0.05.

In the second regression model, CSE and burnout were entered in step 1 and
DBTP was entered as predictor in step 2. This time, unique variance in JS, predicted by
DBTP was explored. The results of the two regression analysis are displayed in Table 5.
In the second hierarchical regression, when DBTP was added to the regression at Step
2, DBTP did not account for an additional variance after controlling for CSE and
burnout in Step 2. The change in R? was not significant, F (3,119) =31.3.

As a result of hierarchical regression analysis, from the five dimensions of TP,

present hedonistic and future dimension accounted for 5 % of the variance beyond the
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effects of CSE and burnout. These results imply that individuals high in present
hedonistic dimension and high in future dimension have higher job satisfaction.
Therefore as TP dimensions were expected to explain unique variance in JS when, CSE
and burnout were statistically controlled, hypothesis 5 is supported. When DBTP was
added to the regression, no significant relationship was found (see Table 6). Hypothesis
6, which expected to explain unique variance in JS when CSE and burnout were

statistically controlled, was not supported.
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Table 5.
Summary of the Hierarchical Regression Analysis Predicting Job Satisfaction from

Core Self Evaluations, Burnout, and Time Perspective Dimensions

Job Satisfaction

Step 1 Step 2
B p
CSE 30%* 25%
Burnout -33%* e
Past Negative -.05
Past Positive .04
Present Fatalistic Al
Present Hedonistic A
Future 24*
Adj. R? A4 49
A R? 05*
F 46.8 15.8
df 2 7

Note. *p < .05; **p < .01
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Table 6.

Summary of the Hierarchical Regression Analysis Predicting Job Satisfaction from
Core Self Evaluations, Burnout, and DBTP

Job Satisfaction

Step 1 Step 2
p B
CSE 30+ 26*
Burnout =33 -33%*
DBTP -.06
Adj.R? 43 43
4 R? .003
F 46.8 31.3
df 2 3

Note. *p < .05; **p < .01
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3.5. Mediation analyses

Four mediation models were tested using bootstrapping method and obtained a
95 % confidence interval of the indirect effect for 10000 bootstrap resamples (Hayes,
2013). Process macro for SPSS 22 software was used for these tests. In four simple
mediation models, TP dimensions and DBTP were tested separately as mediators of the
relationships between CSE and JS and burnout and JS. TP dimensions and DBTP were
not analyzed together because of multicollinearity.

The mediation analysis for CSE and job satisfaction is presented in Table 7 and
Figure 4. Path a is effect of independent variable (CSE) on mediator and path b is effect
of mediator on dependent variable (JS). Total effect is sum of direct and all indirect
effects and it is the effect of CSE on JS in this case (see Table 7). Indirect effect is the
effect of CSE on JS through mediators. Direct effect is effect of CSE on JS excluding
the effect of the mediators. The bootstrap confidence interval support the claim with 95
% confidence that CSE influences job satisfaction through only future time perspective

(0.0005 to 0.1426) as confidence interval does not include zero.
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The indirect effect through other four dimensions was not significant since their
confidence intervals include zero. Hypothesis 7; expecting an indirect effect through TP
dimensions was supported. As seen in Figure 4, core self-evaluations lead to job
satisfaction and its effect is through future time perspective. Individuals who have high
core self-evaluations are high on future TP dimension (a = .180) and having high future
time perspective (b= 0.253) leads to high job satisfaction. The indirect effect was
statistically significant (ab =0.045), with a confidence interval from -0.0005 to -0.1426.
The confidence interval was including zero (-.1170 to .0092) therefore indirect effect of
core self —evaluations through DBTP was not significant. Hypothesis 8, expecting an

indirect effect through DBTP was not supported.
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Future time

a=0.18* perspective \ b =0.25%*

CSE ¢ =0.52%* [ ¢’ = (.37%* Job

“| Satisfaction

ab=0.04

Figure 4. Results of mediation test for core self-evaluations (CSE) and job satisfaction
relationship. Future time perspective is mediator. *p < .05; **p < .01

a: path from CSE to Future time perspective; effect of CSE on mediator

b: path from future time perspective to JS; effect of mediator on JS

c: total effect of CSE on JS;

¢’ : direct effect of CSE on IS;

ab: indirect effect of CSE on job satisfaction; effect of CSE on JS through mediator

total effect (¢ ) = direct effect ( ¢’ ) + total indirect effects

¢ (0.52) =¢’ (0,37) + ab (0.04) + indirect effects of other mediators (0.11)
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The mediation analysis for burnout and job satisfaction indicates a significant
indirect effect through DBTP and past negative dimension. The bootstrap confidence
intervals support the claim with 95 % confidence that burnout influences job
satisfaction through DBTP and past negative time perspective (-0.1170 to -0.0092) and
(-0.0815 to -0.0056) as both confidence intervals do not include zero (see Table 8). The
indirect effect of burnout on job satisfaction through DBTP was statistically different
from zero (ab = -0.05), with a 95 % confidence interval from (-0.1170 to -0.092).
Hypotﬁésis 10, which was predicting a significant indirect effect through DBTP, was

supported.
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As seen in Figure 5, burnout leads to dissatisfaction through the effect of past

negative time perspective, those who experience more burnout are high on past negative
time perspective (a = 0.256) therefére dissatisfied more (b=-0.127). A bootstrap confidence
interval for the indirect effect (ab =-0.033) based on 10,000 bootstrap samples did not
include zero (-0.0815 to -0.0056). The indirect effect through other four dimensions was
not statistically significant since their confidence intervals include zero. Referring to
hypothesis 9, expecting TP dimensions to Vmediate burnout and JS relationship was

supported.
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Past Negative
A= 0.26% b=-0.13*%*
Burnout ¢ =-042%% [ ¢ = -0.35%* _| Job
Satisfaction
ab =-0.03
DBTP
a=0.28%* b=-0.183%*
Rl ¢ =-0.42%* /¢ = -0.37** fob
“| Satisfaction
ab=-0.05

Figure 5. Results of mediation test for burnout and job satisfaction. DBTP and past negative time
perspectives are mediators. *p < .05; ¥*p < .01

a: path from burnout to DBTP and Past Negative perspective; effect of burnout on mediator

b: path from time perspectives to JS; effect of mediator on IS

c: total effect of burnout on job satisfaction;

¢’: direct effect of burnout on job satisfaction;

ab: indirect effect of burnout on job satisfaction; effect of burnout on JS through mediator

total effect (c ) = direct effect (¢’ ) + total indirect effects

¢ (-0.42) =¢’ (-0,37) + ab (-0.03) + indirect effects of other mediators (-0.04)
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Finally, a mediation model shown in Figure 6 was also tested. Positive and negative
affectivity were used as control variables in this model since they were correlated with
DBTP, burnout and TP dimensions (see Table 3). As seen in Figure 6 , after statistically
controlling for positive and negative affectivity , there was no evidence that burnout
influenced job satisfaction through DBTP (ab =-0.008, with a 95 % bootstrap confidence
interval of -0,0431 to 0.0028). Also the indirect effect of burnout on job satisfaction
through past negative TP dimension is not statistically significant (ab =-0.01, with a 95 %
bootstrap confidence interval of -0.0475 to 0.0046).

To summarize, the indirect effects in burnout and job satisfaction through past
negative dimension and DBTP were not statistically significant when positive and negative
affectivity were statistically controlled. The hypothesis 11 and 12, expecting an indirect
effect through time perspectives and balanced TP after controlling for positive and negative
affectivity were not supported. Due to associations between affectivity and mediator
(burnout) and also between affectivity and dependent variable (JS), when effects of PA and

NA were controlled, the indirect effect of burnout was not statistically significant.
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Balanced TP and

TP dimensions

Burnout

ohe’ ~___—7] Job

£ S| Satisfaction

Figure 6. Mediation model for burnout and job satisfaction. PA: Positive Affectivity and NA:
Negative Affectivity. DBTP and TP dimensions are mediators and positive and negative affectivity
are control variables.

a: path from burnout to time perspectives; b: path from time perspectives to job satisfaction; c: total
effect of burnout on job satisfaction; ¢’: direct effect of burnout on job satisfaction; ab: indirect

effects of burnout on job satisfaction. *p < .05; **p < .01
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Section 4 - Discussion

The aim of the present study was to explore the role of individuals’ time
perspectives in work related outcomes. With this objective, three main research questions
were examined. First, the relation between time perspective and job satisfaction was
examined Second, effects of time perspective on core self-evaluations, burnout and job
satisfaction were explored. And third, mediating role of time perspectives in the relations of
core self-evaluations and burnout to job satisfaction were tested. The association of core
self-evaluations, big five traits and affective states to job satisfaction was previously
examined as dispositional sources (Connolly & Viswesvaran, 2000; Judge & Bono, 2001;
Judge, Heller & Mount, 2002). In this study, time perspective dimensions and DBTP was
assumed as dispositional factors predicting job satisfaction. The results generally supported
our hypothesis that there is a significant association between time perspective dimensions,
balanced time perspective and job satisfaction. DBTP and time perspective dimensions
were significant predictors of job satisfaction, core self-evaluations and burnout. Besides,
present hedonism and future explained additional variance in predicting job satisfaction
when core self-evaluations and burnout was statistically controlled. Future dimension was
found to mediate the core self-evaluations and job satisfaction relationship. Burnout has an
indirect effect on job satisfaction through DBTP and past negative dimension. When
affectivity was controlled, there was no mediation effect. The present study contributed to
time perspective theory by exploring effects of time perspective as an individual differences

variable in organizational psychology.
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4.1. Balanced Time Perspective and Job Satisfaction

According to time perspective theory, individuals unconsciously divide their
continual flow of past experiences into time frames that help to give order, coherence and
meaning to those experiences. Their decisions and actions are shaped by using these time
perspectives in setting goals, plans and expectations for future (Zimbardo & Boyd, 1998).
There is a tendency to develop and overuse specific time dimension. Time perspective of an
individual is developed and shaped continuously by culture, family, environmental and
social factors (Zimbardo & Boyd, 1999). Individuals with a balanced TP experience more
positive mood states, with higher energy and hedonic tone and lower tension (Stolarski et
al, 2014). Balanced TP is strongest predictor of subjective wellbeing (Zhang, Howell &
Stolarski, 2013 ) related to increased satisfaction with life, happiness (Drake et al,2008 and
Boniwell et al, 2010) and mindfulness ratings were higher for BTP people (Seema &
Sircova, 2013). TP has a role of prediction of adaptive psychological functioning because
the dimensions are significantly predicting the constructs; life satisfaction, interpersonal
relations, psychological well-being and emotional balance (Ortuno & Echeverrial, 2013).
High balanced TP is related to high optimism and meaning in life (Orkibi, 2015). As
positive features of life spill over job satisfaction (Judge and Watanabe, 1994), the present
findings highlight the association of balanced TP to job satisfaction. Balanced time
perspective was found to be positively related to job satisfaction. With its adaptive role and
with the optimal combination of high past positive, moderately high future and present

hedonistic time perspective, individuals strive to achieve the intrinsic goal related to their
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dominant personality traits. This psychological state causes attainment of job satisfaction

(Barrick & Mount, 1991).

- Although all TP dimensions and balanced TP were related to job satisfaction,
specifically future and present hedonistic dimensions will be discussed separately in
following sections. Both present hedonism and future dimension explained additional

variance in job satisfaction when core self-evaluations and burnout was controlled.

4.2. Future Time Perspective and Job Satisfaction

TP dimensions are related to personality traits (Akirmak, 2014; Dunkel & Weber,
2010; Zimbardo & Boyd, 1999). But time perspective differs from personality traits
because it is more influenced by culture, education, upbringing as well as social and
economic status (Zimbardo & Boyd, 1999). According to theory of purposeful work
behaviour by Barrick, Mount and Li (2010), big five traits are integrated in facets of job
satisfaction and work outcomes through motivating higher order implicit goals. Through
these big five traits, time perspective dimensions seem to be related to these organizational
outcomes. For example high future oriented individuals are conscientious (Zimbardo &
Boyd, 1999 ), and conscientious individuals strive for achievement as higher order implicit
goals and when the work environment is suitable to achieve their goals, they have higher
job satisfaction (Barrick, Mount & Li 2010). This personality trait is found to be most
consistent personality predictor of job performance (Barrick & Mount, 1991). Although job
performance and job satisfaction relationship is a complex one with different mediators and

moderators, they are strongly correlated (Judge et al, 2001; Saari & Judge, 2004). The
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participants of this study were bank employers and they were high in future time
perspective (M = 3.80). The mean of future dimension was higher in our sample than
college sample (M = 3.47) of Zimbardo and Boyd (1999). As financial planners are future
oriented because of their nature of work, operating in a financial market and dealing with
financial risks continuously (Albright & McDermott, 2015). Bank employees were
assumed to have same behavioural actions of financial planners; seem to be concentrating
mostly planning, goal setting and focusing on future. When the situational context is
suitable to achieve their intrinsic goals, future oriented employees seem to have higher job

satisfaction.
4.3. Present Hedonistic Time Perspective and Job Satisfaction

Present hedonism is characterised by focusing on risk taking and sensation and
pleasure seeking associated with positive affect (Zimbardo & Boyd, 1999). This dimension
is most strong predictor of current mood and related to more positive moods. Individuals
having a present hedonistic time perspective were more satisfied with their lives (Zhang &
Howell, 2011). Researches demonstrated strong relation between job satisfaction and life
satisfaction. One mechanism behind this relation is spill over effect. Positive aspects of life
spill over job satisfaction (Judge & Watanabe, 1994). Therefore employees high on present

hedonistic dimension seem to have high job satisfaction.
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4.4. Indirect Effect of Time Perspective in Core Self Evaluations and Job Satisfaction

relation

The results indicate that the relation of core self-evaluations to job satisfaction was
through future dimension. Core self-evaluations are fundamental appraisal of self and
significantly correlated with conscientiousness (Chang et al, 2012) and goal setting
behaviour (Erez & Judge, 2001). Properties of future oriented individuals are being
achievement oriented, highly organized by planning and goal setting and by considering
future consequences. Individuals with positive core self-evaluations are future oriented,
engage in more planning and goal setting actions since they consider more for future
consequences. Future oriented individuals are consistent, work long and hard, have more
education and get better jobs (Zimbardo & Boyd, 2008). High core self-evaluations seem
to be relating to job satisfaction through being future oriented, since properties of future
orientation seem to cause an individual to find an appropriate job concordant with his /her

goals and plans.

Core —self evaluations was strongly related to balanced time perspective. From the
traits of core self-evaluations; neuroticism was negatively related and self-esteem was
positively related to balanced time perspective (Akirmak, 2015). Although there was strong
association of core self-evaluations to balanced time perspective, core —self evaluations was
not indirectly related to job satisfaction through balanced time perspective. The relation of
core self-evaluations and job satisfaction is direct and through the psychological
mechanisms as reviewed in previous section. Positive appraisals of self may spill over to

influence other outcomes through a process of emotional generalization (Chang, Ferris,
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Johnson, Rosen & Tan, 2012). This emotional stage seems to cause high job satisfaction

According to self—consistency theory (Korman, 1970), individuals are motivated to
perform in a manner consistent with their self-images, engage in effective performance and
choose most satisfying task roles which are consistent with their self-cognitions, and which
are in balance with their self-perceptions (Korman, 1970). This may be leading individuals
to search for satisfying tasks in their jobs and having higher job satisfaction. For these
reasons core self-evaluations have strong direct effect on job satisfaction.

4.5. Indirect Effect of Time Perspective in Burnout and Job Satisfaction relation

Burnout had significant indirect effect on job satisfaction through DBTP and past
negative. As stated previously, adaptive nature of balanced time perspective leads
individuals to switch flexibly between dimensions according to situational needs.
Employees experiencing low burnout seem to have a psychological state of balanced time
perspective and therefore have high job satisfaction. Past negative is characterized by
anticipation of negative moods (Stolarski et al, 2014) and associated with anxiety and
neuroticism (Zimbardo & Boyd, 1999). Neuroticism is found to be significant predictor life
satisfaction, happiness and negative affect (DeNeve & Cooper, 1998; Zhang & Howell,
2011) and also significant predictor of DBTP (Akirmak, 2014), negatively associated with
subjective well-being (Sobol-Kwapinska, 2016). Employees experiencing high levels of
burnout are high in past negative dimension, since this dimension is associated with
anxiety, neuroticism, negative affect, they have low job satisfaction. The present study
could not find evidence for the mediating effect of time perspectives on the burnout and job

satisfaction association when affect was statistically controlled. Affective states are related

|
|
59 \
|
|



to both job satisfaction (Connolly & Viswesvaran, 2000) and burnout (Alarcon, Eschleman
& Bowling, 2009). Burnout is characterised by lack of energy, negative affect (Maslach &
Jackson, 1981). Warm, positive, optimistic people are less likely to be affected by stressors
than anxious people (Seligman, 2002). There was moderate correlation of affective states
to burnout and job satisfaction as seen in correlation results in this study. So when affective
states were controlled and their effects on burnout and job satisfaction were eliminated, the
indirect effect was no longer significant. The indirect effect diminished since positive and
negative affectivity was correlated both with mediator and dependent variable. Those who
experience low levels of burnout are more likely to have more job satisfaction since they

have high positive affectivity.

4.6. Practical implications

These results also have certain practical implications. Time perspective and
balanced time perspectives offer considerable potential for practical implications in clinical
and occupational psychology (Boniwell & Zimbardo, 2008). Time perspective can be
changed and altered through coaching and training as seen in clinical studies. In clinical
interventions, people with cognitive distortions, and with recurrent depression are cured by
reconstructing past experiences by neutralising negative experiences or by trying to
remember positive experiences in them. Time perspective therapies to clients diagnosed
with posttraumatic stress disorder cases were treated by promoting a healthy positive future
orientation and replacing their traumatic past with these (Sword, Sword, Brunskill &
Zimbardo, 2014). Building an enriched future orientation also encourages disabled persons

in a physical rehabilitation (Boniwell & Osin, 2014).
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Findings extend the practical applications by analysing time perspective in an

organizational setting. Current applications in organizations include competency based
assessment processes to determine development areas of employees. The association of
time perspective to these organizational variables ; job satisfaction , core self-evaluations
and burnout may give an opportunity to predict employee behaviour and actions more
precisely when used together with big five personality and competency analysis. As for
individual interventions, coaching and designing training programs to develop a balanced
time perspective may be possible after measuring an employees’ time perspective profile.
Practitioners may use this variable with personality tests to work redesigns for person- job
fit and to prevent burnout due to work stress and work with employees having higher job
satisfaction. Time perspective might be considered during assessment, training and job
redesigns for perfect person - job fit. Current application is to apply competency analysis
during assessment; time perspective may be used for development of competencies.
Competencies are identification of skills, behaviours, knowledge and job characteristics
related to success on the job (Lucia & Lepsinger, 1999). Employee’s time perspective may
be measured and used for defining development areas, coaching and training needs
(Boniwell, Osin & Sircova, 2014). Orkibi (2015) suggests 20- item short version of ZTPI to
be used in counselling and therapies. When organizations use interventions to reduce job
stressors, they could also work on individual differences more with time perspective
coaching since some employees may still experience high levels of burnout due to their
personality. There are time management training programs in organizations but individual’s
time perspective profile also matters as seen in this study. Individual time perspective

coaching practices to have a healthier time perspective will be helpful (Boniwell & Osin,
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2014). Improving time perspectives of leaders and subordinates to have an optimum

balanced level may create positive work environment, effective teams and enhance

productivity in organizations.

4.7. Limitations and Future Work

Regarding the limitations of the present study, it was a cross sectional study based
on a convenience sample. Convenience sampling has disadvantages of not being perfectly
representative of the population and biased as compared to other methods (Gravetter &
Farzano, 2009). To obtain a more representative data, questionnaires were distributed to
five organizations’ different departments and positions. Cross sectional studies measure
only one point in time as compared to longitudinal studies. This study assumed time
perspective as a dispositional source of job satisfaction. The results represent the scores of
one point in time. A further longitudinal study may examine the stability of these results.
The number of male employees and employees in non-managerial position were small so
gender differences and position differences were ignored in the present study. Further
research may focus on differences in leader and subordinate time perspectives for efficient
team building. Efficient teams have clear goals with well-defined roles (Anderson, 2013).
Defining each team members’ time perspective and developing this to an optimal state may
enhance a collaborative environment to achieve their objective. Special project teams may
be formed to achieve a specific goal with members having an appropriate time perspective
e.g. future oriented leader and future oriented subordinates to achieve a strategic objective.

A self —report scale was used. Although self-report scales give information about self-
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perceived personality, they have disadvantages of answering the questions in a socially

desirable way (Paulhus & Vazire, 2007).

It seems that time perspective dimensions relate job satisfaction through multiple
mechanisms. These mechanisms can be cumulated in three. First, through the association of
personality traits and affective states with the variables measured in this study. Second,
through the goal setting behaviour by having high core self-evaluations which causes self-
determined implicit goals. Third, through theory of purposeful work behaviour which
relates job characteristics with big five traits and implicit goals that result in certain
employee attitudes at work. As an employee attitude, general job satisfaction scores were
examined in this study and all time perspective dimensions were related to job satisfaction.
Future research should investigate time perspective dimensions separately to define specific
mechanisms relating each dimension to facets of job satisfaction. This may be possible by
measuring job satisfaction levels at individual facets and examining the relation of them to
time perspective dimensions. This may give an opportunity to intervene with appropriate
job characteristics i.e. giving more feedback to employees high on future dimension or
autonomy to employees high on present hedonistic dimension (see Figure 2). Work

redesign interventions may be planned accordingly.

Personality traits of the sample was not measured in this study, future work may
include measurement of Big five traits and may examine their associations with the

independent variables of current study .
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Since this was an exploratory study time perspective and its relation to
organizational variables were examined. Future work may focus on time perspective
relatioﬁs to these variables in different occupational groups. Determining an occupation’s
dominant time perspective may give chance to career consultants and recruitment
professionals when dealing with appropriate candidates for different job positions (i.e. bank
employees, financial planners are future oriented). For both internal and external selection

in organizations,

Time perspectives of employees may be used as a supportive instrument to
personality tests and it seems useful to apply them for determining development areas of
employees specifically in training and assessment. To diversify and evaluate the methods
determining individual differences and attaining person job fit will enhance progress and

efficiency in organizations.
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APPENDIX A

Goniilla Katilim Formu

Saymn Katilimei,

Bu c¢alisma,calisanlarin zaman perspektifinin is doyumuna etkisi ile ilgilidir. Anket
formunun i¢inde toplam 6 bolim 136 soru bulunmaktadir. Tiim sorular cevaplamak
yaklasik 25 dakika siirecektir.

Calisma,istanbul Bilgi Universitesi Orgiitsel Psikoloji Boliimii 8grencilerinden Pinar Ayla
tarafindan Yiiksek Lisans Tezi kapsaminda Yrd.Dog.Umit Akirmak damismanliginda
yiirtitiilmektedir.

Calisma kapsaminda vereceginiz tiim bilgiler gizli tutulacaktir ve sadece arastirmacilar
tarafindan bilimsel amaglar dogrultusunda degerlendirilecektir. Elde edilecek veriler
bilimsel yayimlarda kullanilabilir. Olgeklerin ve anketin higbir béliimiinde isminizi ve
kimliginizi ortaya ¢ikaran herhangi bir soru bulunmamaktadir. Caligmanin objektif ve
giivenilir olmasi bakimmdan sorulara igtenlikle ve duygu ve diislincelerinizi yansitacak
sekilde yamit vermeniz Onemlidir. Calismaya katihm tamamen goniilliilik esasina
dayanmaktadir. Anket ve ol¢eklerdeki sorular genel olarak kisisel rahatsizlik yaratacak
icerige sahip degildir. Ancak uygulama sirasinda herhangi bir nedenden 6&tiirii rahatsizlik
hissederseniz cevaplamayi istediginiz anda birakabilirsiniz.

Calisma hakkinda daha fazla bilgi almak isterseniz Pinar Ayla (pnrayla@gmail.com) ile

iletisime gegebilirsiniz.

Verilen anket ve dl¢ekleri doldurmamz ve arastirmaciya teslim etmeniz durumunda
uygulamayi istediginiz zaman birakabileceginizi bildiginiz, calismaya tamamen
goniillii katildigimiz ve elde edilen verilerin bilimsel amach yayimlarda kullanilmasini
kabul ettiginiz varsayilacaktir.
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APPENDIX B

Boéliim 1

Liitfen her maddeyi okuyunuz ve diiriist bir sekilde size ne kadar uygun oldugunu

degerlendiriniz. Olgek iizerinde en uygun kutucugu isaretleyiniz .

(1)Benim i¢in hi¢ dogru degil (2) Benim icin dogru degil (3) Kararsizim (4) Benim icin

dogru (5 ) Benim i¢in ¢cok dogru

Kisinin,arkadaglariyla eglenmek iizere bir araya gelmesinin ,yasamda en

1. | keyifli olaylardan birisi olduguna inantyorum.
Tanidik gocukluk manzaralari,sesleri ve kokular: bir siirii harika aniy1 geri
2 . | getirir.
3. |Kader,yasamimdaki pek ¢ok seyi belirler.
| 4. | Yasamda neleri farkli yapmaliydim diye sik sik diigiiniiriim.
5. | Kararlarim ,¢ogunlukla etrafimdaki insanlardan ve olaylardan etkilenir.
6. | Bir giiniin , o giiniin sabahinda planlanmasi gerekiigine inanirim.
7. | Gegmisim hakkinda diisiinmek beni mutlu eder.
8. |Icimden geldigi gibi davranirim.
9. | Eger isler zamaninda hallolmazsa ,bunu dert etmem.
Bir seyi basarmak istedgim zaman ,hedefler koyar ve ve o hedeflere
10. | ulagmanin yollarini belirlerim.
Gegmisime baktigimda hatirlanacak iyi seylerin kotii seylerden daha fazla
11. | oldugunu gorityorum.
12. | Sevdigim bir miizigi dinlerken zamanin farkina varmam.
Yarina hazir olmasi gereken igleri ve gerekli diger seyleri yapmak,bu gece
13. | eglenmekten once gelir.
14. | Hersey olacagma varacagi i¢in benim ne yaptigim pek de 6nemli degildir.
15. | Eskiden yasamin nasil olduguna iliskin 6ykiilere bayilirim.
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16. | Eski aci deneyimler kafamda durmadan tekrarlanir durur.
17. | Yasamiumi olabildigince dolu dolu ve giinii giiniine yagsamaya caligirim.
18. | Randevularima geg¢ kalmaktan rahatsiz olurum.
19. | Miimkiin olsaydi her giiniimii sanki son giiniimmiig gibi yasardim.
20. | Gegirdigim iyi zamanlarin mutlu amilari hemen aklima gelir.
Dostlarim ve yetkililere karsi olan sorumluluklarimi zamaninda yerine
21. | getiririm.
22. | Gegmiste ,reddedilmeye ve kullanilmaya iligkin payima diigeni aldim.
23. | Kararlarimi, o an kafama estigi gibi alirim.
24. | Planlamaktansa,her giinii oldugu gibi yasarim.
25. | Gegmisim, diisiinmek istemedigim hos olmayan hatiralarla dolu.
26. | Yasamima heyecan katmak ¢ok 6nemlidir.
27. | Gegmiste, bugiin silebilmeyi istedigim hatalar yaptim.
Yaptigim isten keyif almanin,igin zamaninda bitirilmesinden daha 6nemli
28. | oldugunu diisiiniiyorum.
29. | Cocukluguma 6zlem duyarnm.
30. | Bir karar vermeden Once ,artilarla eksileri tartarim.
31. | Risk almak,yasamimi sikici olmaktan kurtarir.
Yagamin nereye gittigine odaklanmaktansa ,yasam yolculugunun
32. | kendisinin tadimi ¢ikarmak benim i¢in daha 6nemlidir.
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33.

Olaylar nadiren bekledigim gibi gerceklesir.

34.

Gengligimin tatsiz goriintiilerini unutmak,benim igin ¢ok zordur.

35.

Eger amagclara, sonuglara ya da tiriinlere odaklanmak zorunda
kalirsam,yaptigim isin siirecinden ve akigindan keyif alamam.

36.

Bugiiniimden keyif alirken bile, kendimi benzer ge¢mis deneyimlerimle
karsilastirmalar yaparken bulurum.

37.

Hersey o kadar ¢ok degisiyor ki, gelecek igin gergekten bir plan yapilamaz.

38.

Yasamim ,benim disimdaki seyler tarafindan kontrol ediliyor.

39.

Nasil olsa elimden birsey gelmeyecegi i¢in gelecek hakkinda
kaygilanmanin alemi yok.

40.

istikrarh sekilde ilerleyerek,igleri zamaninda bitiririm.

41.

Aile tiyeleri eskiden yasamin nasil oldugundan bahsettiklerinde sikilirim.

42.

Yasamima heyecan katmak ig¢in risk alirim.

43.

Yapilacak isler listesi hazirlarim.

44,

Aklimin sesinden gok kalbimin sesini dinlerim.

45.

Yapilmasi gereken igler varsa ,beni yolumdan ayiracak seylere kars:
koyabilirim.

46.

Anin heyecaniyla siiriiklenir giderim.

47.

Yasam,bugiin gok karmasik;ge¢misin basit yasamini tercih ederim.

48.

Davranislarini tahmin edebildigim arkadaslardan ¢ok ,anlik ve i¢ten geldigi

gibi davranan arkadaglan tercih ederim.
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49. | Aile geleneklerini ve diizenli olarak tekrarlanan aile toplantilarini severim.
50. | Gegmiste bagima gelen kotii seyler hakkinda diigtiniiriim.
Eger ilerlememe yardim edecekse ,zor ve ilgimi ¢ekmeyen igleri yapmaya
51. | devam ederim.
Kazandigimi yarinin giivenligi i¢in saklamaktansa bugiiniin keyfi i¢in
52. | harcamak 1yidir.
53. | Genellikle sans ,siki ¢alismaktan daha ¢ok kazandirir.
54. | Yasamimda hep kagirdigim giizellikleri diigtiniiriim.
55. | Yakm iligkilerimin tutkulu olmasini isterim.
56. | Her zaman ¢alismalarimi tamamlamaya yetecek zamanim olacaktir.

Boliim 2
Liitfen her maddeyi dikkatlice okuduktan sonra o maddede yazanin size gore ne derece
dogru veya yanlis oldugunu asagida verilen 6lgegi kullanarak degerlendiriniz.

(1)Tamamen Yanhs (2) Yanhs (3) Ne Dogru Ne Yanhs (4) Dogru (5) Tamamen
Dogru

1. | Hayatta hak ettigim bagariy1 yakaladifima eminim.

2 . | Bazen kendimi depresyonda hissederim.

3. | Ugrastigim zaman genelde bagaririm.

4. | Bazen basarisiz oldugumda kendimi degersiz hissederim.

5. | Isleri basariyla tamamlarim.
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6. | Bazen kendimi igime hakim hissetmiyorum.

7. | Genel olarak, kendimden memnunum.

8. | Yeteneklerimle ilgili stiphe duyuyorum.

9. | Hayatimda ne olacagini ben belirlerim.

Meslek yasamimdaki basarimin kontroliiniin elimde olmadigini
10. | hissediyorum.

11. | Sorunlarimin goguyla basa ¢ikabilirim.

12. | Bazi zamanlar var ki hersey bana karamsar ve iimitsiz goziikiir.

Boliim 3
Asagida birtakim duygu ifadeleri bulunmaktadir. Liitfen her duyguyu genelde yasama
sikliginizi, yan taraftaki dereceleme dlgeginde belirleyiniz.

(1) Asla (2) Cok Nadiren (3) Nadiren (4 ) Bazen (5) Sik¢a (6) Cogunlukla (7)

Daima
1| 2| 3| 4] 5| o 7

1. |Tlgili
2. | Sikmtih
3. | Heyecanh
4. |Mutsuz
5. | Giiglii
6. |Suglu
7. | Urkmiis
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Diismanca

Hevesli

10.

Gururlu

11.

Asabi

12.

Uyamk

13.

Utanmis

14.

1Thamh

15.

Sinirli

16.

Kararli

17.

Dikkatli

18.

Tedirgin

19.

Aktif

20.

Korkmusg




Asagida,yapmakta oldugunuz ise karsi duygu ve durumlarimizi gosteren ifadeler
bulunmaktadir. Her maddeyi okuyunuz ve size ne kadar uygun oldugunu degerlendiriniz.

Boliim 4

(1) Hic Memnun Degilim(2) Memnun Degilim(3) Kararsizim (4 )Memnunum (5)Cok
Memnunum

Beni her zaman mesgul etmesinden

Tek basima ¢aligmama imkan vermesinden

Ara sira degisik seyler yapabilmeme imkan vermesinden

Toplumda saygin bir kisi olma sansini bana vermesinden

Yoneticimin astlarini idare tarzindan

Y 6neticimin karar vermedeki yeteneginden

Vicdanima uygun seyler yapabilme olanagimin
olmasindan

Bana sabit bir is olanag: saglamasindan

N -l B E I R el e

Baskalari i¢in bir seyler yapabilme olanagim olmasindan

. | Kisilere ne yapacaklarini séyleme sansim olmasindan

11.

Kendi yeteneklerimle bir seyler yapabilme sansimin
olmasindan

12.

Is ile ilgili alinan kararlarin uygulanmaya konmasindan

13.

Yaptigim ig kargiliginda aldigim ticretten

14. | Terfi olanagumin olmasindan

15. | Kendi kararlarimi1 uygulama serbestligini vermesinden
16. | Kendi yeteneklerimi uygulama sansini vermesinden
17. | Calisma sartlarindan

18. | Calisma arkadaglarimin birbirleriyle anlagmalarindan

19.

Yaptigim is karsiliginda takdir edilmemden

20.

Yaptigim isten duydugum basar1 hissinden
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Asagida kisilerin ruh durumlarini ifade ederken kullandiklari bazi ciimleler verilmistir.Liitfen
her bir ciimleyi dikkatle okuyarak hangi siklikla hissettiginizi size uyan segenege isaret

Bolim 5

koyarak belirtiniz.

(1) Hi¢bir zaman (2) Yilda birkac¢ kez (3) Ayda birkac kez (4 ) Haftada birkac kez

(5)Her zaman

1. |Isimden sogudugumu hissediyorum

2 . |Is déniisii kendimi ruhen tiikenmis hissediyorum

3 Sgbah _kalktlglmda bir giin daha bu isi kaldiramayacagimi

hissediyorum
n Isimle ilgili karsilastigim insanlarin ne hissettigini hemen
anlarim.

5 Isimle ilgili karsilastiZim bazi kimselere sanki insan
" | degillermis gibi davrandigimi fark ediyorum.

6 Biitiin giin insanlarla ugrasmak benim i¢in gercekten ¢ok
" | yipratici.

5 Isimle ilgili karsilagtigim insanlarin sorunlarina en uygun
" | ¢oziim yollarini bulurum.

8. | Yaptigim isten yildigimi hissediyorum.

9 Yaptifim is sayesinde insanlarin yasamina olumlu katkida
" | bulunduguma inaniyorum.

10 Bu iste ¢alismaya basladigimdan beri insanlara kars:

~ 7 | sertlegtim.

11. | Bu isin beni giderek katilastirmasindan korkuyorum.

12. | Birgok seyi basarabilecek giigteyim.

13. | Isimin beni kisitladigini diistiniiyorum.

14. | Isimde ¢ok fazla ¢alistigimi diisiiniiyorum.

15 Isimle ilgili karsilastigim insanlara ne oldugu umurumda
" | degil.

16 Dogrudan dogruya insanlarla ¢aligmak bende ¢ok fazla
" | gerginlik yaratiyor.

17 Isimle ilgili karsilagtigim insanlarla aramda rahat bir ortam
" | yaratirim.

18 Insanlarla yakin bir ¢alismadan sonra kendimi canlanmis
" | hissederim.

19. | Bu iste kayda deger bir¢ok basari elde ettim.

20. | Yolun sonuna geldigimi hissediyorum.

21 Isimde karsilastigim sorunlar: basarili bir sekilde
" | ¢oztiimleyebilirim.

2. Isimle ilgili karsilagtifim insanlarin baz: problemlerini sanki

ben yaratmisim gibi davrandiklarini hissediyorum
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Bolim 6

Liitfen asagidaki bilgileri eksiksiz bir sekilde doldurunuz.

Yasiniz :

Kag yildir galismaktasimiz :

Mevcut gorevinizdeki pozisyonunuz :

Hangi sektorde ¢alismaktasiniz :

Kadin Erkek
Cinsiyetiniz :
Universite | Universite | Yiiksek
i : Doktora
Ogrenim dereceniz : (2yilhk) | (4 yillik) Lisans
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APPENDIX C

Z'TPI — Zimbardo Time Perspective Inventory and Items

Past Negative

Negatif Ge¢mis Zaman

4.1 often think of what I should have
done differently in my life.

Yasamda neleri farkli yapmaliydim
diye sik sik diistiniiriim.

5. My decisions are mostly influenced by
people and things around me.

Kararlarim ,¢cogunlukla etrafimdaki
insanlardan ve olaylardan etkilenir.

16. Painful past experiences keep being
replayed in my mind.

Eski aci deneyimler kafamda
durmadan tekrarlanir durur.

22. I've taken my share of abuse and
rejection in the past.

Gecmiste ;reddedilmeye ve
kullanilmaya iliskin payima diigeni
aldim.

27. I've made mistakes in the past that [
wish | could undo.

Gegmiste, bugiin silebilmeyi
istedigim hatalar yaptim.

33. Things rarely work out as | expected.

Olaylar nadiren bekledigim gibi
gerceklesir.

34. 1t's hard for me to forget unpleasant
images of my youth.

Gengligimin tatsiz goriintiilerini
unutmak,benim i¢in ¢ok zordur.

36. Even when I am enjoying the present,
I am drawn back to comparisons with
similar past experiences.

Bugiiniimden keyif alirken bile,
kendimi benzer gegmis
deneyimlerimle karsilastirmalar
yaparken bulurum.

| 50. 1 think about the bad things that have
happened to me in the past.

Gecmiste bagima gelen kétii seyler
hakkinda distiniiriim.

54. I think about the good things that |
have missed out on in my life.

Yasamimda hep kagirdigim
glizellikleri diistintirtim.
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Past Positive

Pozitif Ge¢mis Zaman

2. Familiar childhood sights, sounds,
smells often bring back a flood of
wonderful memories.

Tamidik gocukluk manzaralari,sesleri
ve kokulart bir siirii harika aniy1 geri
getirir.

7. It gives me pleasure to think about my
past.

Gegmisim hakkinda diisinmek beni
mutlu eder.

11. On balance, there is much more good
to recall than bad in my past.

Gegmisime baktigimda hatirlanacak
iyl seylerin kotii seylerden daha fazla
oldugunu gériiyorum.

15.1 enjoy stories about how things used
to be in the "good old times."

Eskiden yasamn nasil olduguna
iliskin oykiilere bayilirim.

20. Happy memories of good times spring
readily to mind.

Gegirdigim iyi zamanlarin mutlu
anilar1 hemen aklima gelir.

25. The past has too many unpleasant
memories that I prefer not to think about
(reversed).

Gegmisim,diistinmek istemedigim
hos olmayan hatiralarla dolu.

29. 1 get nostalgic about my childhood.

Cocukluguma dzlem duyarim.

41. 1 find myself tuning out when family
members talk about the way things used
to be (reversed).

Aile iiyeleri eskiden yasamin nasil
oldugundan bahsettiklerinde
sikilirim.

49. ] like family rituals and traditions that
are regularly repeated.

Aile geleneklerini ve diizenli olarak
tekrarlanan aile toplantilarini
severim.

88



Present Fatalistic

Fatalistik Simdiki Zaman

3. Fate determines much in my life.

Kader,yasamimdaki pek ¢ok seyi
belirler.

14. Since whatever will be will be, it
doesn't really matter what [ do.

Hersey olacagina varacag igin benim
ne yaptigim pek de 6nemli degildir.

35. It takes joy out of the process and
flow of my activities, if | have to
think about goals, outcomes, and
products.

Eger amaglara, sonuglara ya da
tirtinlere odaklanmak zorunda
kalirsam,yaptifim igin siirecinden ve
akisindan keyif alamam.

37. You can't really plan for the future
because things change so much.

Hersey o kadar ¢ok degisiyor ki,
gelecek icin gergekten bir plan
yapilamaz.

38. My life path is controlled by forces |
cannot influence.

Yasamim ,benim disimdaki seyler
tarafindan kontrol ediliyor.

39. It doesn't make sense to worry about
the future, since there is nothing that I can
do about it anyway.

Nasil olsa elimden birsey
gelmeyecegi icin gelecek hakkinda
kaygilanmanin alemi yok.

47. Life today is too complicated; [ would
prefer the simpler life of the past.

Yasam,bugiin ¢gok karmasik;gecmisin
basit yasamini tercih ederim.

52. Spending what [ earn on pleasures
today is better than saving for tomorrow's
security.

Kazandigimi yarinin giivenligi i¢in
saklamaktansa bugiiniin keyfi igin
harcamak iyidir.

53. Often luck pays off better than hard
work.

Genellikle sans ,sik1 ¢alismaktan
daha ¢ok kazandirir.
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Present Hedonistic

Hedonistik Simdiki Zaman

1. I believe that getting together with
one's friends to party is one of life's
important pleasures.

Kisinin,arkadaslariyla eglenmek
lizere bir araya gelmesinin ,yasamda
en keyifli olaylardan birisi olduguna
inaniyorum.

8. I do things impulsively.

Icimden geldigi gibi davranirim.

12. When listening to my favorite music, 1
often lose all track of time.

Sevdigim bir miizigi dinlerken
zamanin farkina varmam.

17. 1try to live my life as fully as
possible, one day at a time.

Yasamimi olabildigince dolu dolu ve
giinii gliniine yasamaya ¢alisirim.

19. Ideally, | would live each day as if it
were my last.

Miimkiin olsaydi her giintimii sanki
son giiniimmiis gibi yasardim.

23. I make decisions on the spur of the
moment.

Kararlarimi, o an kafama estigi gibi
alirmm.

26. It is important to put excitement in my
life.

Yasamima heyecan katmak ¢ok
onemlidir.

28. I feel that it's more important to enjoy
what you're doing than to get work done
on time.

Yaptigim isten keyif almanin,isin
zamaninda bitirilmesinden daha
onemli oldugunu diisiiniiyorum.

31. Taking risks keeps my life from
becoming boring.

Risk almak,yasamimi sikic1 olmaktan
kurtanir.

32. Tt is more important for me to enjoy
life's journey than to focus only on the
destination.

Yasamin nereye gittigine
odaklanmaktansa ,yagsam
yolculugunun kendisinin tadini
¢ikarmak benim i¢in daha 6nemlidir.

42. 1 take risks to put excitement in my
life.

Yasamima heyecan katmak i¢in risk
alirim.

44. 1 often follow my heart more than my
head.

Aklimin sesinden ¢ok kalbimin sesini
dinlerim.

46. I find myself getting swept up in the
excitement of the moment.

Anin heyecaniyla siiriiklenir giderim.

48. I prefer friends who are spontaneous
rather than predictable.

Davranislarini tahmin edebildigim
arkadaglardan ¢ok ,anlik ve igten
geldigi gibi davranan arkadaglar
tercih ederim.

55. I like my close relationships to be
passionate.

Yalkin iligkilerimin tutkulu olmasini
isterim.
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Future

Gelecek Zaman

6. I believe that a person's day should be
planned ahead each moming.

Bir giiniin , o giiniin sabahinda
planlanmasi gerektifine inanirim.

9. If things don't get done on time, I don't
worry about it (reversed).

Eger isler zamaninda hallolmazsa
,bunu dert etmem.

10. When I want to achieve something, 1
set goals and consider specific means for
reaching those goals.

Bir seyi basarmak istedgim zaman
,hedefler koyar ve ve o hedeflere
ulasmanin yollarini belirlerim.

13. Meeting tomorrow's deadlines and
doing other necessary work comes before
tonight's play.

Yarina hazir olmasi gereken isleri ve
gerekli diger seyleri yapmak,bu gece
eglenmekten 6nce gelir.

18. It upsets me to be late for
appointments.

Randevularima ge¢ kalmaktan
rahatsiz olurum.

21. I meet my obligations to friends and
authorities on time.

Dostlarim ve yetkililere kars: olan
sorumluluklarimi zamaninda yerine
getiririm.

24. | take each day as it is rather than try
to plan it out (reversed).

Planlamaktansa,her giinii oldugu gibi
yasarim.

30. Before making a decision, I weigh the
costs against the benefits.

Bir karar vermeden dnce ,artilarla
cksileri tartarim.

40. 1 complete projects on time by making
steady progress.

Istikrarl sekilde ilerleyerek,isleri
zamaninda bitiririm.

43. I make lists of things to do.

Yapilacak isler listesi hazirlarim.

45. 1 am able to resist temptations when |
know that there is work to be done.

Yapilmasi gereken isler varsa ,beni
yolumdan ayiracak seylere kars:
koyabilirim.

51.1 keep working at difficult,
uninteresting tasks if they will help me
get ahead.

Eger ilerlememe yardim edecekse
,zor ve ilgimi ¢ekmeyen isleri
yapmaya devam ederim.

56. There will always be time to catch up
on my work (reversed).

Her zaman ¢alismalarimi
tamamlamaya yetecek zamanim

olacaktir.
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APPENDIX D

PANAS — Positive and Negative Affectivity Scale Items

Pozitif Duygulanim Positive Affect
1 1gili 1. Interested
2.Heyecanli 2. Excited
3.1lhamli 3.Inspired
4.Gligli - 4Strong
5.Kararh 5.Determined
6.Dikkatli 6.Attentive
7.Uyanik 7.Alert
8.Hevesli 8.Enthusiastic
9.Gururlu 9.Proud
10.Aktif 10.Active
Negatif Duygulanim Negative Affect
1.Sikintilt 1 .Distressed
2.Asabi 2 Irritable
3.Utanmig 3.Ashamed

4 Mutsuz 4. Upset
5.Sinirli 5.Nervous
6.Suglu 6.Guilty
7.Urkmiis 7.Scared
8.Tedirgin 8 Jittery
9.Korkmus 9.Afraid
10.Diismanca 10.Hostile
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APPENDIX E

CSE — Core Self Evaluations Scale Items

1.Hayatta hak ettigim basariy1 yakaladigima
eminim.

I am confident I get the success I deserve
in life.

2.Bazen kendimi depresyonda hissederim.

Sometimes I feel depressed. (r)

3.Ugrastigim zaman genelde basaririm.

When | try, | generally succeed.

4.Bazen basarisiz oldugumda kendimi degersiz
hissederim.

Sometimes when I fail I feel worthless. (r)

5.Isleri bagariyla tamamlarim.

I complete tasks successfully.

6.Bazen kendimi igime hakim hissetmiyorum.

Sometimes, I do not feel in control of my
work. (r)

7.Genel olarak, kendimden memnunum.

Overall, I am satisfied with myself.

8.Yeteneklerimle ilgili siiphe duyuyorum.

I am filled with doubts about my
competence. (1)

9 Hayatimda ne olacagini ben belirlerim.

I determine what will happen in my life.

10.Meslek yasamimdaki basarimin
kontroliiniin elimde olmadigini hissediyorum.

I do not feel in control of my success in
my career. (r)

11.Sorunlarimin ¢oguyla basa ¢ikabilirim.

I am capable of copihg with most of my N
problems.

12.Bazi zamanlar var ki hersey bana karamsar
ve iimitsiz gdziikiir.

There are times when things look pretty
bleak and hopeless to me. (r)
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APPENDIX F

MJSQ- Minnesota Job Satisfaction Questionnaire Items

1.Beni her zaman mesgul etmesinden

Being able to keep busy all the time

2.Tek bagima ¢alismama imkan vermesinden

The chance to work alone on the job

3. Ara sira degisik seyler yapabilmeme imkan vermesinden

The chance to do different things from time to time

| 4. Toplumda saygin bir kisi olma sansini bana vermesinden

The chance to be "somebody" in the community

5.Y oneticimin astlarini idare tarzindan

The way my boss handles his/her workers

6.Yoneticimin karar vermedeki yeteneginden

The competence of my supervisor in making
decisions

7.Vicdanima uygun seyler yapabilme olanagimin
olmasindan

Being able to do things that don't go against my
conscience

' 8.Bana sabit bir is olanagi saglamasindan

The way my job provides for steady employment

9.Bagkalar1 i¢in bir seyler yapabilme olanagim olmasindan

The chance to do things for other people

10.Kisilere ne yapacaklarini séyleme sansim olmasindan

The chance to tell people what to do

11.Kendi yeteneklerimle bir seyler yapabilme sansimin
olmasmdan

The chance to do something that makes use of my
abilities

12.s ile ilgili alinan kararlarin uygulanmaya konmasindan

The way company policies are put into practice

| 13.Yaptigim is karsih@inda aldigim iicretten

My pay and the amount of work I do

14.Terfi olanagimin olmasindan

The chances for advancement on this job

15.Kendi kararlarimi uygulama serbestligini vermesinden

The freedom to use my own judgement

16.Kendi yeteneklerimi uygulama sansini vermesinden

The chance to try my own methods of doing the job

17.Calisma sartlarindan

The working conditions

18.Calisma arkadaslarimin birbirleriyle anlasmalarindan

The way my co-workers get along with each other

| 19.Yaptigum is karsiliginda takdir edilmemden

The praise I get for doing a good job

| 20.Yaptizim isten duydugum bagan hissinden

The feeling of accomplishment I get from the job
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APPENDIX G

MBI- Maslach Burnout Inventory Items

Emotional Exhaustion

Duygusal Tiikenmislik

I feel emotionally drained from my
work

Isimden sogudugumu hissediyorum

I feel used up at the end of the
workday

Is doniisii kendimi ruhen tiikenmis
hissediyorum

I feel fatigued when I get up in the
moming and have to face another
day on the job

Sabah kalktigimda bir giin daha bu
isi kaldiramayacagimi hissediyorum

Working with people all day is
really a strain for me

Biitiin giin insanlarla ugrasmak
benim i¢in gercekten c¢ok yipratict.

1 feel burned out from my work

Yaptigim isten yildigimi
hissediyorum.

I feel frustrated by my job

Isimin beni kisitladigini
diisiiniiyorum.

I feel I'm working too hard on my
job

Isimde gok fazla ¢alistigimi
diisiiniiyorum.

Working with people directly puts
too much stress on me

Dogrudan dogruya insanlarla
calismak bende ¢ok fazla gerginlik
yaratiyor.

I feel like I'm at the end of my rope

Yolun sonuna geldigimi
hissediyorum.

Personal Accomplishment

Kisisel Basari

I can easily understand how my
recipients feel about things

Isimle ilgili karsilastifim insanlarin
ne hissettigini hemen anlarim.

I deal very effectively with the
problems of my receipents

Isimle ilgili karsilastigim insanlarin
sorunlarma en uygun ¢dziim
yollarin1 bulurum.

I feel I'm positively influencing
other people's lives through my
work

Yaptigim is sayesinde insanlarin
yasamina olumlu katkida
bulunduguma inaniyorum.

I feel very energetic

Bir¢ok seyi bagarabilecek giicteyim.

I can easily create a relaxed
atmosphere with my recipients

Isimle ilgili karsilastifim insanlarla
aramda rahat bir ortam yaratirim.
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I feel exhilarated after working
closely with my recipients

Insanlarla yakin bir ¢alismadan
sonra kendimi canlanmis
hissederim.

In my work, 1 deal with emotional
problems very calmly

Isimde karsilastigim sorunlari
basarili bir sekilde
¢oziimleyebilirim.

I have accomplished many
worthwhile things in this job

Bu iste kayda deger bircok basar
elde ettim.

Depersonalization

Duyarsizlasma

I feel T treat some recipients as if
they were impersonal 'objects'

Isimle ilgili karsilastigim bazi
kimselere sanki insan degillermis
gibi davrandigimi fark ediyorum.

I've become more callous toward
people since I took this job

Bu iste galismaya basladigimdan
beri insanlara karsi sertlestim.

[ worry that this job is hardening me
emotionally

Bu isin beni giderek
katilastirmasindan korkuyorum.

I don’t really care what happens to
some recipients

Isimle ilgili karsilastigim insanlara
ne oldugu umurumda degil.

I feel recipients blame me for some
of their problems

Isimle ilgili karsilastigim insanlarin
bazi problemlerini sanki ben
yaratmigim gibi davrandiklarini
hissediyorum
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